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I. WIOA STATE PLAN TYPE AND EXECUTIVE SUMMARY 

A. WIOA STATE PLAN TYPE 

This is a combined plan 

COMBINED PLAN PARTNER PROGRAM(S) 

Career and technical education programs authorized under the Carl D. Perkins Career and 

Technical Education Act of 2006, as amended by the Strengthening Career and Technical 

Education for the 21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.) 

Temporary Assistance for Needy Families program (42 U.S.C. 601 et seq.) 

Employment and Training programs under the Supplemental Nutrition Assistance Program 

(programs authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C. 

2015(d)(4)))  

Trade Adjustment Assistance for Workers programs (activities authorized under chapter 2 of 

title II of the Trade Act of 1974 (19 U.S.C. 2271 et seq.)) 

Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et. seq.) 

Senior Community Service Employment program (programs authorized under title V of the 

Older Americans Act of 1965 (42 U.S.C. 3056 et seq.)) 

B. PLAN INTRODUCTION OR EXECUTIVE SUMMARY 

B. EXECUTIVE SUMMARY 

One Minnesota 2020 -2023 WIOA Combined Plan Overview  

Introduction & Purpose  

The One Minnesota 2020 WIOA Combined State Plan contains the vision and strategies for 
workforce development that the Department of Employment and Economic Development 

ɉ$%%$Ɋȟ ÏÔÈÅÒ -ÉÎÎÅÓÏÔÁ 3ÔÁÔÅ $ÅÐÁÒÔÍÅÎÔÓȟ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ "ÏÁÒÄ 

(GWDB), local and regional workforce development boards, higher education and other 

community and business partners are prioritizing over the next four years. Responsibility for 

submitting the WIOA 2020 State Plan to the Governor for approval rests with the GWDB, the 

state board representing key leaders from business, education, labor, community-based 

organizations, and government. With a vision of best aligning workforce development services 

ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅȟ -ÉÎÎÅÓÏÔÁ ÈÁÓ ÏÐÔÅÄ ÆÏÒ Á ÃÏÍÂÉÎÅÄ ÓÔÁÔÅ ÐÌÁÎ ÆÒÁÍÅÄ ÁÆÔÅÒ 'ÏÖÅÒÎÏÒ 7ÁÌÚȭÓ 

One Minnesota mandate[1] .  

The publicly-funded workforce development system is a national network of Federal, State, 

regional, and local agencies and organizations that provide a range of employment, education, 

training, and related services and supports to help all jobseekers secure good jobs while 

providing businesses with the skilled workers they need to compete in the global economy.   

This overview of the One Minnesota 2020 WIOA Combined Plan includes plan priorities as 

embodied in its vision, mission and goals, performance management reporting, economic and 

workforce analysis, and areas for future growth including strengthening equitable systems, 

addressing climate change, and preparing for the future of work to support innovation and 

adaptation in our workforce development system. 

Vision, Mission & Goals  
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Vision:  The strategic vision of the One Minnesota WIOA State Plan is a healthy economy, where 

every Minnesotan has meaningful employment and a family-sustaining wage, and employers are 

able to fill jobs in demand.  

Mission: To create a Career Pathway System that aligns local, state, and federal resources, 

policies and services to meet the workforce needs of business and industry and improves access 

ÔÏ ÅÍÐÌÏÙÍÅÎÔȟ ÅÄÕÃÁÔÉÏÎȟ ÁÎÄ ÔÒÁÉÎÉÎÇ ÓÅÒÖÉÃÅÓ ÆÏÒ -ÉÎÎÅÓÏÔÁȭÓ ÃÕÒÒÅÎÔ ÁÎÄ ÆÕÔÕÒe workforce.  

Goals: To build on this vision, live out our mission and continue strengthening the workforce 

development system, the 2020 WIOA goals are:  

1. Reduce educational, skills training and employment disparities based on race, disability, 

gender, or disconnected youth. 

2. Build employer-led industry sector partnerships that expand the talent pipeline to be 

inclusive of race, disability, gender, and age to meet industry demands for a skilled 

workforce. 

As our state faces the reality of a shrinking and diversifying labor force, we must fully utilize the 
ÔÁÌÅÎÔÓȟ ÓËÉÌÌÓȟ ÁÎÄ ÅØÐÅÒÉÅÎÃÅ ÏÆ ÍÏÒÅ ÐÅÏÐÌÅ ÉÎ ÔÈÅ ×ÏÒËÆÏÒÃÅȢ 7Å ÎÅÅÄ ȰÁÌÌ ÈÁÎÄÓ ÏÎ ÄÅÃËȱ ÁÔ Á 

ÔÉÍÅ ×ÈÅÎ ×Å ÁÒÅ ÌÅÁÖÉÎÇ ÔÏÏ ÍÁÎÙ -ÉÎÎÅÓÏÔÁÎÓ ÂÅÈÉÎÄȢ 4ÈÁÔȭÓ ×ÈÙȟ ÁÆÔÅÒ ÍÏÎÔÈÓ ÏÆ ÄÉÓÃÕÓÓÉÏÎ 

and planning, our state and local partners have come together around a common vision for the 

future of workforce development in Minnesota, a vision that will be supported by the programs 

and services of WIOA. 

The WIOA 2020 vision and goals are a continuation of the WIOA Modified Plan submitted in 

2018. The economic outlook in Minnesota remains similar to what it was in 2018, the last year 

the WIOA State Plan was modified (See Economic Analysis). Additionally, the GWDB has worked 

diligently over the past two years focusing on developing and recommending strategies to 

address disparate outcomes based on race, disability, gender and with disconnected youth. Both 

goals were modified to include gender in 2018. Progress has been made but much work 

remains. Minnesota also continues to work on improving its career pathway systems by 

focusing on business and community engagement, customer-focused design, and policy and 

system alignment. In 2020, the WIOA State Plan adds the category of age to its second goal 

which is focused on building employer-led, industry sector partnerships.  

The One Minnesota State Plan envisions ongoing and evolving priorities to prepare for future 

×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÃÈÁÌÌÅÎÇÅÓȢ -ÉÎÎÅÓÏÔÁȭÓ ÓÔÒÁÔÅÇÙ ÆÏÒ 7)/! 3ÔÁÔÅ 0ÌÁÎ ÉÍÐÌÅÍÅÎÔÁÔÉÏÎ 

includes robust involvement from the GWDB, State Departments, regional and local workforce 

development boards and other workforce partners including K-12 and postsecondary 

education, businesses and community-based organizations. Areas for growth that are currently 

identified are listed in this summary.  

Policy and system alignment is happening across local, regional and state workforce boards and 

institutions. The Minnesota Association of Workforce Boards (MAWB) is working with the 

GWDB, local boards, and other state and community partners on systems alignment, including 

working to better understand the systems and institutions that contribute to the economic 

development of a community and the employment prospects of its members. We call these 

Ȱ×ÏÒËÆÏÒÃÅ ÁÄÊÁÃÅÎÔȱ ÉÓÓÕÅÓ ÁÎÄ ×ÉÌÌ ÃÏntinue exploring their impact on employment and our 

ability to align resources and support to strengthen access to child care, affordable housing, 

transportation, and health care.  

Performance Management & Workforce Outcomes  
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5ÎÄÅÒ ÔÈÅ ÄÉÒÅÃÔÉÏÎ ÏÆ ÔÈÅ /ÐÅÒÁÔÉÏÎÓ #ÏÍÍÉÔÔÅÅ ÏÆ ÔÈÅ '7$"ȟ $%%$ȭÓ 0ÅÒÆÏÒÍÁÎÃÅ 

Management staff prepared a WIOA State Plan Dashboard to provide transparency and 

accountability towards its state plan goals: https://mn.gov/deed/performance .  

This dashboard shows program activities and employment outcomes by program, by year, and 

by a variety of participant demographics. It includes participants who have exited WIOA Title I, 

III and IV programs. The dashboard also shows progress towards developing and maintaining 

industry sector partnerships across the state.  

We also report annually on effectiveness in serving employers. Measures of effectiveness 

include information and support services, workforce recruitment assistance, strategic planning 

and economic development activities, training and incumbent worker training services, 

business downsizing assistance, and planning for layoffs.   

Economic Analysis & Demographics  

Table 1. Minnesota Labor Force Projections, 2020-20302020-2030 Change Percent 

  2020 Labor Force 
Projection 

2030 Labor Force 
Projection 

2020-2030 Change 
Numeric 

2020-2030 Change 
Percent 

16 to 19 

years 

169,642 167,530 -2,112 -1.2% 

20 to 24 

years 

342,326 378,558 +36,232 +10.6% 

25 to 44 

years 

1,234,214 1,290,510 +56,296 +4.6% 

45 to 54 

years 

602,222 611,017 +8,794 +1.5% 

55 to 64 

years 

560,791 489,812 -70,979 -12.7% 

65 to 74 

years 

157,518 193,484 +35,966 +22.8% 

75 years & 

over 

24,211 34,278 +10,068 +41.6% 

Total Labor 

Force 

3,090,925 3,165,190 +74,265 +2.4% 

Source: calculated from Minnesota State Demographic Center population projections and 2013-

2017 American Community Survey 5-Year Estimates 

-ÉÎÎÅÓÏÔÁȭÓ ÅÃÏÎÏÍÙ ÒÅÍÁÉÎÓ ÓÔÒÏÎÇȢ 4ÈÅ ÓÔÁÔÅ ÒÅÐÏÒÔÅÄ Á ÒÅÃÏÒÄ ÎÕÍÂÅÒ ÏÆ ×ÏÒËÅÒÓȟ ÊÏÂÓȟ ÁÎÄ 

job vacancies in the past year. It has now been a full decade since the end of the Great Recession 

in June of 2009, making this the longest running economic expansion on record.  We surpassed 

3 million jobs in the summer of 2019, a new record high.  The state's seasonally adjusted 

unemployment rate has hovered between 2.8 and 3.5 percent every month since April of 2017, 

and the annual rate of 2.9 percent in 2018 was the lowest since 1998 and 1999. In fact, the state 

has had less than 1 job seeker per vacancy for the past two years, meaning that increasingly 

https://mn.gov/deed/performance
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tight labor markets and a scarcity of workers with needed skills are now recognized as two of 

Minnesota's most significant barriers to sustained economic growth. 

The tight labor market will make it more challenging for employers to grow, but will also shine a 

light on the importance of creating positive employment outcomes for all Minnesotans, 

including groups that have traditionally faced discrimination and systemic barriers in 

education, employment, housing and other areas, such as communities of color, individuals with 

disabilities, and immigrants.  

Increasing labor force participation rates and reducing unemployment rate disparities for 

communities of color, as well as for people with disabilities, both younger and older workers, 

immigrants, people with lower educational attainment and people with a criminal record would 

lead to notable increases in the size of the state's available labor force.  

This will be especially important in Greater Minnesota, which has an older population than the 

Twin Cities, with 18.2 percent of the population aged 65 years and over, compared to 14.0 

percent in the metro area. Greater Minnesota also has a lower percentage of people in their 

prime working years, as well as less racial diversity than the Twin Cities. While every region in 

the state saw an increase in the number of jobs held by people of color over the past 20 years, 

only about 8 percent of jobs in Greater Minnesota are held by people of color, compared to over 

18 percent in the Twin Cities. Outside the metro area, the most diverse workforces are found in 

the Southeast and Southwest regions of the state, while the Northeast has the least diverse 

workforce overall. However, racial disparities in unemployment, based on inequitable systems, 

practices and policies are found in every region throughout the state, making eliminating these 

disparities an opportunity for growth regardless of location. In sum, the data show that current 

population and aging trends will lead to a tight labor market over the next decade with some 

local areas already experiencing labor force declines. 

Areas for Development and Growth  

 As previously described, the 2020 plan essentially continues the areas of focus originally 

identified in 2016 and modified in 2018. The equity goal to reduce disparities in employment 

rates and the career pathways goal remain top priorities given current analysis and consensus. 

However, as we look to future modifications to the WIOA Combined State Plan, we see an 

opportunity to explore innovations in our workforce system in a number of areas: Prioritizing 

Diversity, Inclusion, and Equity; Equitable Systems; Creating an Age-Friendly Minnesota; and 

the Future of Work.  

Governor Walz has highlighted a number of priorities for the State of Minnesota. By Executive 

Order, these priorities prominently include Diversity, Inclusion and Equity; Affirming the 

Government to Government Relationship between the State of Minnesota and Minnesota Tribal 

Nations and creating an Age-Friendly Minnesota. Our implementation work will include 

incorporating these priorities into future WIOA Plan Strategies. 

Prioritizing Diversity, Inclusion and Equity:   Minnesota recognizes that although limited 

progress has been made in decreasing employment and educational disparities for people of 

ÃÏÌÏÒ ÁÎÄ ÉÎÄÉÇÅÎÏÕÓ ÐÅÏÐÌÅȟ ÉÔ ÈÁÓÎȭÔ ÂÅÅÎ ÅÎÏÕÇÈȢ -ÉÎÎÅÓÏÔÁ ÉÓ ÃÏÍÍÉÔÔÅÄ ÔÏ ÔÈÉÓ ÃÏÎÔÉÎÕÅÄ 

focus including greater inclusion and outreach to communities of color, immigrant and refugee 

communities, Tribal Nations and indigenous people.  

Equitable Systems:  7Å ×ÉÌÌ ÃÏÎÔÉÎÕÅ ×ÏÒËÉÎÇ ÁÃÒÏÓÓ ÁÇÅÎÃÉÅÓ ÁÎÄ ÉÎÓÔÉÔÕÔÉÏÎÓ ÏÎ Ȱ×ÏÒËÆÏÒÃÅ 

ÁÄÊÁÃÅÎÔȱ ÉÓÓÕÅÓ ÓÕÃÈ ÁÓ ÃÈÉÌÄ ÃÁÒÅȟ ÁÆÆÏÒÄÁÂÌÅ ÈÏÕÓÉÎÇȟ ÔÒÁÎÓÐÏÒÔÁÔÉÏÎ ÁÎÄ ÈÅÁÌÔÈ ÃÁÒÅȢ 7Å 

recognize that multiple factors contribute to successful employment, and wrap-around services, 



Page 8 

ÌÏÎÇÅÒ ȰÏÎ-ÒÁÍÐÓȱ ÔÏ ÅÍÐÌÏÙÍÅÎÔ ÁÎÄ ÅÎÇÁÇÉÎÇ ÁÄÄÉÔÉÏÎÁÌ ÐÁÒÔÎÅÒÓ ×ÉÌÌ ÂÅ ËÅÙ ÔÏ ÁÄÖÁÎÃÉÎÇ 

equitable employment outcomes.  

Creating an Age-Friendly Minnesota: There are one million older adults in Minnesota and that 

figure is growing rapidly. In 2020, the number of older adults in Minnesota over age 65 will 

exceed the number of school-age children ages 5-17 for the first time in history[2] . Employment 

is one of the challenges that many older adults may face. Many older adults want to stay in the 

×ÏÒËÆÏÒÃÅȟ ÖÏÌÕÎÔÅÅÒȟ ÁÎÄ ÇÉÖÅ ÂÁÃË ÔÏ ÔÈÅÉÒ ÃÏÍÍÕÎÉÔÉÅÓȢ 'ÉÖÅÎ -ÉÎÎÅÓÏÔÁȭÓ ÔÉÇÈÔ ÌÁÂÏÒ ÍÁÒËÅÔȟ 

employers stand to benefit from the skills and expertise of older workers.  

Future of Work: As the nature of work changes, due to globalization, automation, and other 

trends, we recognize that our workforce development and training systems must adapt and 

innovate. Our career pathways system must remain relevant to current and emerging 

occupational needs. We will explore ways that the state workforce development system can 

ÁÌÉÇÎ ×ÉÔÈ ÔÈÅ ÓÔÁÔÅȭÓ ÓÕÓÔÁÉÎÁÂÉÌÉÔÙ ÇÏÁÌÓ ÁÎÄ ÓÕÐÐÏÒÔ ÉÎÄÕÓÔÒÉÅÓ ÁÎÄ ÒÅÇÉÏÎÓ ÉÎ ÔÒÁÎÓÉÔÉÏÎ ÁÎÄ 

development.  Currently, job growth in the clean energy sector is outpacing job growth in the 
overall economy. We anticipate working with the newly formed Minnesota Subcabinet on 

Climate Change in areas where its work intersects with creating good-paying jobs, developing 

the clean economy, and building resilient communities. The workforce development system, 

including DEED and other state agencies, must work to assist communities and local economies 

that have relied on industries that may be impacted by climate change or transitions to new 

technologies. Additionally, the impacts of automation, artificial intelligence, and other 

technological advancements that will have an enormous impact on the workforce need to be 

analyzed in order for the state to prepare for drastic changes effecting businesses and workers. 

Implementation  

Minnesota believes that implementation of the 2020 WIOA State Plan is critical to success in 

achieving its vision. To that end, the GWDB will create an intentional and dynamic community 

engagement plan that includes interdepartmental State staff, businesses, local and regional 

workforce development boards, communities of color and indigenous people, people with 

disabilities, and community-based organizations. During implementation activities, Minnesota 

will further identify areas of growth and development for strengthening the statewide 

workforce development system. 

[1]  A Combined Plan outlines a four-ÙÅÁÒ ÓÔÒÁÔÅÇÙ ÆÏÒ 7)/!ȭÓ ÓÉØ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÐÌÕÓ ÏÎÅ ÏÒ 

more of the Combined State Plan partner programs. Core programs include: Adult, Dislocated 

Worker, Youth, Wagner-Peyser Act, Adult Education and Family Literacy, and Vocational 

Rehabilitation. Minnesota partner programs include Perkins V, Minnesota Family Investment 

Program (MFIP/TANF), Supplemental Nutrition Assistance Program (SNAP), Trade Adjustment 

Act (TAA), Senior Community Service Employment Program (SCSEP), and Reintegration of Ex-

Offenders Program (Second Chance Act). 

[2]  Minnesota State Demographic Center, https://mn.gov /admin/demography/data -by-

topic/aging/  

II. STRATEGIC ELEMENTS 

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS 

1. ECONOMIC AND WORKFORCE ANALYSIS 

II. STRATEGIC ELEMENTS 

https://mn.gov/admin/demography/data-by-topic/aging/
https://mn.gov/admin/demography/data-by-topic/aging/
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The Unified or Combined State Plan must include a Strategic Planning Elements section that 

ÁÎÁÌÙÚÅÓ ÔÈÅ 3ÔÁÔÅȭÓ ÃÕÒÒÅÎÔ ÅÃÏÎÏÍÉÃ ÅÎÖÉÒÏÎÍÅÎÔ ÁÎÄ ÉÄÅÎÔÉÆÉÅÓ ÔÈÅ 3ÔÁÔÅȭÓ ÏÖÅÒÁÌÌ ÖÉÓÉÏÎ ÆÏÒ 

its workforce development system. The required elements in this section allow the State to 

develop data-driven goals for preparing an educated and skilled workforce and to identify 

successful strategies for aligning workforce development programs to support economic 

growth. Unless otherwise noted, all Strategic Planning Elements apply to Combined State Plan 

partner programs included in the plan as well as to core programs. 

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS  

The Unified or Combined State Plan must include an analysis of the economic conditions, 

ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ ÓÔÒÁÔÅÇÉÅÓȟ ÁÎÄ ÌÁÂÏÒ ÍÁÒËÅÔ ÉÎ ×ÈÉÃÈ ÔÈÅ 3ÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÓÙÓÔÅÍ ÁÎÄ 

programs will operate. 

1. ECONOMIC AND WORKFORCE ANALYSIS 

A. ECONOMIC ANALYSIS 

The Unified or Combined State Plan must include an analysis of the economic conditions and 
trends in the State, including sub-State regions and any specific economic areas identified by the 

State. This must include 

1. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS Provide an analysis of the 

industries and occupations for which there is existing demand. 

2. II. EMERGING DEMAND INDUSTRY SECTORS AND OCCUPATION Provide an analysis of 

the industries and occupations for which demand is emerging. 

3. )))Ȣ %-0,/9%23ȭ %-0,/9-%.4 .%%$3 7ÉÔÈ ÒÅÇÁÒÄ ÔÏ ÔÈÅ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓ ÁÎÄ 

occupations identified in 1 and 2 above, provide an assessment of the employment 

needs of employers, including a description of the knowledge, skills, and abilities 

required, including credentials and licenses. 

-ÉÎÎÅÓÏÔÁȭÓ ÅÃÏÎÏÍÙ ÒÅÍÁÉÎÓ ÓÔÒÏÎÇȢ 4ÈÅ ÓÔÁÔÅ ÒÅÐÏÒÔÅÄ Á ÒÅÃÏÒÄ ÎÕÍÂÅÒ ÏÆ workers, jobs, and 

job vacancies in the past year. It has now been a full decade since the end of the Great Recession 

in June of 2009, making this the longest running economic expansion on record. After suffering 

severe job losses during the recession, the state recovered all the jobs lost by 2013 and has 

continued growing. We surpassed 3 million jobs in the summer of 2019, a new record high.  The 

state's seasonally adjusted unemployment rate has hovered between 2.8 and 3.5 percent every 

month since April of 2017, and the annual rate of 2.9 percent in 2018 was the lowest since 1998 

and 1999. 

Buoyed by steady growth, employers reported more than 142,000 job vacancies in the second 

quarter of 2018 and nearly 137,000 openings in the fourth quarter of 2018, in both cases the 

highest number ever posted. Hiring demand was up across the state, with 56 percent of all 

vacancies in the Twin Cities metro area, and the remaining 44 percent located in Greater 

Minnesota. Led by the health care and social assistance, retail trade, and accommodation and 

food services industries, vacancies were spread across a wide variety of sectors. With an 

average of less than 100,000 unemployed workers, there are now more jobs than job seekers 

available to fill them. In fact, the state has had less than 1 job seeker per vacancy for the past 

two years, meaning that increasingly tight labor markets and a growing scarcity of workers are 

now recognized as two of Minnesota's most significant barriers to sustained economic growth 

(see Figure 1). 



Page 10 

 

After averaging a net gain of about 41,400 additional labor force participants per year between 

1990 and 2000, Minnesota employers could easily tap into a large and growing pool of talented 

workers. From 2000 to 2010, however, growth in available workers dropped to about one-third 

that rate, at 12,585 new workers per year. The labor force has continued growing so far this 

decade, adding about 131,500 workers from 2010 to 2018, but the average is just 16,400 new 

workers per year (see Figure 2). 

  

 

Projections from the State Demographic Center suggest this growth will fall further in the years 

ahead, to an annual average of just under 7,500 additional labor force participants per year 

between now and 2030. The transition of the Baby Boom generation will have a huge impact on 

the state's workforce in the next decade, with a projected decline of 71,000 fewer workers in the 

55 to 64 year old age group, but an increase of 46,000 workers aged 65 years and older from 

2020 to 2030. The state is also expected to see a small decrease in the number of teenaged 

workers, but a strong gain of just over 100,000 workers in their entry-level and prime working 

years, from 20 to 54 years of age. 
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However, this aging and slowing growth will be the defining characteristic of our labor force in 

the years to come. Projections show Minnesota will have more than 225,000 workers aged 65 

years and over by 2030, which would be the largest number and share of the workforce ever 

recorded. This assumes that labor force participation rates will remain the same as they are 

now, but participation rates may increase for older age groups, which may help provide some 

additional workers (see Table 1). 

Table 1. Minnesota Labor Force Projections, 2020 -2030  

  2020 Labor Force 

Projection 

2030 Labor Force 

Projection 

2020-2030 

Change Numeric 

2020-2030 

Change Percent 

 16 to 19 

years  

 169,642   167,530   -2,112   -1.2%  

 20 to 24 

years  

 342,326   378,558   +36,232   +10.6%  

 25 to 44 
years  

 1,234,214   1,290,510   +56,296   +4.6%  

 45 to 54 

years  

 602,222   611,017   +8,794   +1.5%  

 55 to 64 

years  

 560,791   489,812   -70,979   -12.7%  

 65 to 74 

years  

 157,518   193,484   +35,966   +22.8%  

 75 years & 

over  

 24,211   34,278   +10,068   +41.6%  

 Total 

Labor Force  

 3,090,925   3,165,190   +74,265   +2.4%  

Source: calculated from Minnesota State Demographic Center population projections and 2013-

2017 American Community Survey 5-Year Estimates 

The tight labor market will make it more challenging for employers to grow, but will also shine a 

light on the importance of creating positive employment outcomes for all Minnesotans, 

including groups that have traditionally faced economic disparities in the state, such as 

communities of color, individuals with disabilities, and immigrants. While these groups have 

demonstrated a willingness to work with high labor force participation rates, they have also 

suffered from higher unemployment rates, lower educational attainment, and lower wages. 

Racial diversity has been increasing in the state for a long time. Over the past 17 years, 

Minnesota's white population has grown by 4.5 percent, while its populations of color have 

grown at rates far exceeding that, including our Black (+90.4%), Asian (+79.2%) and Hispanic 

(+98.5%) populations (see Table 2). 

Table 2. Race and Hispanic Origin, 2017, Minnesota  
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  Number     Percent Change from 2000-2017 

number 

Change from 2000-2017 

percent 

 Total Population   

5,490,726  

 100.0%   +571,247   +11.6%  

   White   

4,598,252  

 83.7%   +197,970   +4.5%  

   Black or African 

American  

 326,953   6.0%   +155,222   +90.4%  

   American Indian & 

Alaska Native  

 57,566   1.0%   +2,599   +4.7%  

   Asian & Other Pacific 

Islander  

 257,911   4.7%   +113,964   +79.2%  

   Some Other Race   95,600   1.7%   +29,790   +45.3%  

   Two or More Races   154,444   2.8%   +71,702   +86.7%  

 Hispanic or Latino origin   284,649   5.2%   +141,267   +98.5%  

Source: U.S. Census Bureau, 2013-2017 American Community Survey 

Going forward, the State Demographic Center projects that through 2030, our population of 

people of color and indigenous people will grow by 37.3 percent, while the white population 

will grow by 4.1 percent, most of which will be 65 years and older. While it is difficult to project 

the racial breakout of our workforce 15 years from now, especially as much of the growing 

diversity is driven by foreign immigration, it is clear that what little growth we are likely to see 

in our workforce will come in large part from workers who are people of color or indigenous. 

These changes are expected to continue and even accelerate in the coming years, especially 

among Minnesotans of working age. The reasons for these stark differences in the growth of 

working age populations by race are at least twofold: First, the white population is "aging out" 

into its retirement years at a much faster rate than our population of people of color or 

indigenous people. Second, there continues to be a significant influx of foreign-born immigrants 

who are typically in that working age cohort. Since 2010, the foreign-born population in 

Minnesota has increased by 81,500 people (+22.2% growth), and with nearly 450,000 people, 

ÉÍÍÉÇÒÁÎÔÓ ÁÃÃÏÕÎÔ ÆÏÒ ÏÖÅÒ ψ ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÔÏÔÁÌ ÐÏÐÕÌÁÔÉÏÎ ɉÓÅÅ 4ÁÂÌÅ σɊȢ 

Table 3. Place of Birth for the Foreign Born Population, 2017, Minnesota  

  Percent Number Change from 2010-2017 

number 

Change from 2010-2017 

percent 

 Total, Foreign-born 

Population  

 

448,397  

 8.2%   +81,446   +22.2%  

 Europe   46,477   10.4%   +1,473   +3.3%  

 Asia   

169,532  

 37.8%   +33,485   +24.6%  

http://factfinder.census.gov/faces/nav/jsf/pages/searchresults.xhtml?refresh=t
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  Percent Number Change from 2010-2017 

number 

Change from 2010-2017 

percent 

 Africa   

104,828  

 23.4%   +34,626   +49.3%  

 Oceania   2,249   0.5%   +649   +40.6%  

 Americas:   

125,311  

 27.9%   +11,213   +9.8%  

 Americas: - Latin 

America  

 

113,137  

 90.3%   +11,649   +11.5%  

 Americas: - Canada   12,174   9.7%   -436   -3.5%  

Source: U.S. Census Bureau, 2013-2017 American Community Survey 

Immigrants have become critical to Minnesota's economy, providing a rapid stream of new 

workers in the face of an aging native-born workforce. Foreign-born workers now account for 

10 percent of the total available labor force in Minnesota, up from 7.5 percent just one decade 

earlier.  More than half of our recent labor force growth has been driven by immigrants, and this 

will certainly continue to be the case, with immigrants displaying a much younger age profile 

than the native-born population, which is aging rapidly and exhibiting lower labor force 

participation rates as retirements pick up. 

  

However, despite long-standing awareness that our populations of color generally ɀ and our 

black or African American and American Indian communities in particular ɀ have not benefited 

fully from an improving economy, disparities persist across the state. 

According to recent estimates from the Current Population Survey, even after ten years of 

economic recovery, Minnesota's unemployment rate among blacks (6.6% in July 2019) was still 

over twice as high as it was for whites (2.9% in July 2019). According to 2017 American 

Community Survey estimates, unemployment rates were also higher for American Indians 

(14.5%), people of two or more races (6.4%), and people of Hispanic or Latino origin (5.4%). In 

contrast, participation rates were higher for black or African Americans, Asians, people of some 

other race or two or more races, Hispanic or Latinos, and for foreign-born immigrants (see 

Table 4).  

Table 4. Minnesota Employment Status by Race and Origin, 2017   

  Total Labor Force Part.   Rate Unemp. rate 

 Population 16 years and over   4,422,835   69.5%   3.6%  

 White alone   3,764,819   69.2%   3.1%  

 Black or African American   247,286   72.6%   8.3%  

 American Indian & Alaska Native   43,225   56.9%   14.5%  

 Asian   207,974   69.8%   4.2%  

 Some other race   75,912   76.1%   4.4%  

http://factfinder.census.gov/faces/nav/jsf/pages/searchresults.xhtml?refresh=t
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  Total Labor Force Part.   Rate Unemp. rate 

 Two or more races   81,837   74.7%   6.4%  

 Hispanic or Latino origin   194,685   76.6%   5.4%  

 Foreign-born   445,990   71.4%   4.9%  

Source: 2017 American Community Survey 1-Year Estimates 

Increasing labor force participation rates and reducing unemployment rate disparities for other 

race groups, as well as for people with disabilities, both younger and older workers, foreign-

born immigrants, and people with lower educational attainment would lead to notable 

increases in the size of the state's available labor force. Helping people of color, indigenous 

people and other groups with barriers to employment will be critical to ensuring that 

Minnesota's employers are able to find workers and our economy is able to continue growing 

(see Table 5). 

Table 5. Minnesota Labor Force Participation Rate and Unemployment Rate by Race and 

Origin, 2007 -2017  

Labor Force 

Participation Rate 

2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 

 White   

71.3%  

 

72.3%  

 

71.3%  

 

70.7%  

 

70.4%  

 

70.4%  

 

70.0%  

 

69.6%  

 

69.8%  

 

69.4%  

 

69.2%  

 Black or African 

American  

 

66.6%  

 

70.3%  

 

68.4%  

 

67.7%  

 

68.9%  

 

66.4%  

 

68.5%  

 

68.6%  

 

69.7%  

 

67.9%  

 

72.6%  

 American Indian   

58.4%  

 

60.9%  

 

61.7%  

 

60.4%  

 

57.7%  

 

60.4%  

 

59.1%  

 

56.5%  

 

57.2%  

 

59.8%  

 

56.9%  

 Asian   

71.1%  

 

72.9%  

 

70.3%  

 

69.5%  

 

69.1%  

 

69.5%  

 

71.0%  

 

72.7%  

 

70.3%  

 

71.1%  

 

69.8%  

 Some other race   

75.8%  

 

79.3%  

 

80.8%  

 

74.0%  

 

76.9%  

 

78.7%  

 

79.2%  

 

77.1%  

 

79.8%  

 

78.0%  

 

76.1%  

 Two or more races   

74.3%  

 

73.0%  

 

66.6%  

 

68.0%  

 

70.9%  

 

69.3%  

 

68.7%  

 

70.2%  

 

73.0%  

 

73.2%  

 

74.7%  

 Hispanic or Latino   

76.7%  

 

75.0%  

 

76.3%  

 

75.1%  

 

73.1%  

 

75.5%  

 

76.2%  

 

76.4%  

 

76.7%  

 

76.3%  

 

76.6%  

 Foreign-born   

71.5%  

 

73.0%  

 

73.4%  

 

71.0%  

 

71.7%  

 

71.8%  

 

72.9%  

 

72.7%  

 

72.3%  

 

72.8%  

 

71.4%  

Unemployment 

Rate 

 2007   2008   2009   2010   2011   2012   2013   2014   2015   2016   2017  

 White   4.7%   4.2%   7.4%   7.5%   6.7%   5.4%   4.5%   3.9%   3.5%   3.2%   3.1%  

 Black or African 

American  

 

15.4%  

 

15.8%  

 

19.8%  

 

18.7%  

 

19.9%  

 

17.7%  

 

15.1%  

 

13.3%  

 

10.1%  

 

10.7%  

 8.3%  
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Labor Force 

Participation Rate 

2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 

 American Indian   

20.2%  

 

14.9%  

 

18.1%  

 

19.4%  

 

17.8%  

 

19.2%  

 

16.7%  

 

13.1%  

 

12.5%  

 

12.8%  

 

14.5%  

 Asian   5.6%   5.9%   

10.6%  

 9.9%   8.3%   6.7%   6.4%   5.6%   5.6%   3.9%   4.2%  

 Some other race   7.6%   7.0%   6.3%   

15.7%  

 

11.4%  

 

12.1%  

 

11.4%  

 6.9%   9.4%   5.5%   4.4%  

 Two or more races   

12.9%  

 

10.4%  

 

15.8%  

 

13.7%  

 

16.6%  

 

11.5%  

 

14.0%  

 9.9%   7.9%   8.0%   6.4%  

 Hispanic or Latino   8.1%   8.5%   9.8%   

11.2%  

 

11.0%  

 

10.8%  

 8.8%   8.2%   7.4%   6.4%   5.4%  

 Foreign-born   6.3%   6.4%   

10.3%  

 9.3%   9.9%   8.6%   8.3%   6.2%   5.9%   5.7%   4.9%  

Source: U.S. Census Bureau, American Community Survey 

This will be especially important in Greater Minnesota, which has an older population than the 

Twin Cities, with 18.2 percent of the population aged 65 years and over, compared to 14.0 

percent in the metro area. Greater Minnesota also has a lower percentage of people in their 

prime working years, as well as much less racial diversity than the Twin Cities. While every 

region in the state saw an increase in the number of jobs held by people of color or indigenous 

people over the past 20 years, only about 8 percent of jobs in Greater Minnesota are held by 

people of color or indigenous people, compared to over 18 percent in the Twin Cities. Outside 

the metro area, the most diverse workforces are found in the Southeast and Southwest regions 

of the state, while the Northeast has the least diverse workforce overall. However, the racial 

disparities in unemployment are found in every region throughout the state, making it an 

opportunity for growth regardless of location. In sum, the data show that current population 

and aging trends will lead to a tight labor market over the next decade - with some local areas 

already experiencing labor force declines. 

The challenges our state will face over the next 15 years are so great that we'll need to tackle 

them with a multi-pronged approach to attract and retain workers of all demographic 

characteristics. Retaining older workers beyond traditional retirement age, attracting and 

retaining young talent, removing barriers faced by workers of all abilities, welcoming 

immigrants from other countries, and educating and training the workers we do have are all 

necessary to overcome these challenges. Because people of color, indigenous and immigrant 

populations in Minnesota will continue to grow faster than the white native-born population, 

particularly in the younger working age populations, the labor force will continue to diversify 

rapidly. 

Recognizing that the rapidly increasing share of existing workers are people of color, it becomes 

obvious that we must address this problem of persistent racial disparities directly. If these 

disparities continue unabated, disadvantaged groups won't be the only ones who suffer. 

Businesses and the economic well-being of every resident of our state also will be affected. 

Developing and implementing meaningful solutions to close these racial gaps between our 

state's white population and its populations of color is not only the right thing to do, it's the 

necessary thing to do if we're to provide our economy and its employers with the workforce 
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necessary for success. !Ó ÔÈÅ ÆÁÃÅ ÏÆ -ÉÎÎÅÓÏÔÁȭÓ ×ÏÒËÆÏÒÃÅ ÃÏÎÔÉÎÕÅÓ ÔÏ ÃÈÁÎÇÅȟ ÅÍÐÌÏÙÅÒÓ 

across Minnesota will need to adapt their recruitment and retention strategies and the state will 

have a role to play in helping businesses do just that. 

1. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS Provide an analysis of the 

industries and occupations for which there is existing demand. 

2. II. EMERGING DEMAND INDUSTRY SECTORS AND OCCUPATION Provide an analysis of 

the industries and occupations for which demand is emerging. 

3. )))Ȣ %-0,/9%23ȭ %-0,/9-%.4 .%%$3 7ÉÔÈ ÒÅÇÁÒÄ ÔÏ ÔÈÅ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓ ÁÎÄ 

occupations identified in 1 and 2 above, provide an assessment of the employment 

needs of employers, including a description of the knowledge, skills, and abilities 

required, including credentials and licenses. 

As noted, there are hundreds of occupations in demand in Minnesota with a wide variety of 

knowledge, skills, and abilities required, including several that require credentials and licenses. 

Included below is a list of the top 10 occupations with existing demand in 2019 and projected 

10-year demand as of 2019, and educational requirement information for each occupation. 

Top 10 Occupations in Existing Demand in Minnesota, 2019, and  Projected 10 -year 

Demand 

 SOC 

Code  

 Job Title   Current 

Demand 

Rank  

 Median 

Wage  

 Projected 10-

year Growth Rate  

 Education 

Requirements  

 291141  Registered Nurses  1   $79,297  +11.1% Associate's degree 

 533032  Heavy & Tractor-

Trailer Truck Drivers 

 2   $48,723  +6.4% High school 

diploma or equiv. 

 412031  Retail Salespersons  3   $25,746  -1.0% Less than high 

school 

 399021  Personal Care Aides  4   $26,574  +33.6% Less than high 

school 

 353021  Combined Food Prep & 

Serving Workers 

 5   $24,064  +12.0% Less than high 

school 

 412011  Cashiers  6   $24,384  -0.4% Less than high 

school 

 311014  Nursing Assistants  7   $34,418  +5.8% Postsec. non-degree 

award 

 411011  First-Line Supervisors 

of Retail Workers 

 8   $41,640  +2.6% High school 

diploma or equiv. 

 537062  Laborers & Stock & 

Material Movers 

 9   $34,454  +5.5% Less than high 

school 

 311011  Home Health Aides  10   $29,582  +30.7% Less than high 

school 

Source: DEED Occupations in Demand, 2019 

https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=291141&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=291141&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=533032&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=533032&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=533032&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=533032&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=412031&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412031&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412031&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=399021&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=399021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=399021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=353021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=353021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=412011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=311014&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311014&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311014&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=411011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=411011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=411011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=411011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=537062&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=537062&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=537062&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=537062&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=311011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311011&geog=2701000000
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Here is an example of how a job seeker would train for the occupation and receive a credential 

or license for one of those in-demand occupations: a job seeker who is interested in becoming a 

RegistereÄ .ÕÒÓÅ ×ÏÕÌÄ ÒÅÑÕÉÒÅ ÁÎ ÁÓÓÏÃÉÁÔÅȭÓ ÏÒ ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÁÓ ×ÅÌÌ ÁÓ Á ÌÉÃÅÎÓÅ ÉÎ ÔÈÅ 

state of Minnesota. Job seekers can find a list of Registered Nursing programs at Minnesota 

ÃÏÌÌÅÇÅÓ ÁÎÄ ÕÎÉÖÅÒÓÉÔÉÅÓ ÔÈÒÏÕÇÈ $%%$ȭÓ Career & Education Explorer tool. Through 2019, 

there were 79 programs in the state, ranging from two-year programs at community and 

technical colleges to four-year programs at universities. Once they have graduated with a 

degree in Registered Nursing, job seekers would also need to pass a licensing exam to practice 

as a Registered Nurse in the state. The list of licenses needed in Minnesota are available through 

CareerOneStop, which includes a link to the Minnesota Board of Nursing website. The full 

process for applying for an RN license by examination requires an application fee, a 

confirmation of program completion from the school of nursing, and then successful passage of 

the National Council Licensure Examination (NCLEX). Job seekers will then be qualified to work 

as a Registered Nurse in Minnesota. 

B. WORKFORCE ANALYSIS 

The Unified or Combined State Plan must include an analysis of the current workforce, including 

individuals with barriers to employment, as defined in section 3 of WIOA.[1]  This population 

must include individuals with disabilities among other groups[2]  in the State and across regions 

identified by the State. 

EMPLOYMENT AND UNEMPLOYMENT Provide an analysis of current employment and 

unemployment data, including labor force participation rates, and trends in the State. 

1. LABOR MARKET TRENDS Provide an analysis of key labor market trends, including 

across existing industries and occupations. 

2. EDUCATION AND SKILL LEVELS OF THE WORKFORCE Provide an analysis of the 

educational and skill levels of the workforce. 

3. SKILL GAPS 

Minnesota has consistently reported lower unemployment rates than the United States as a 

whole. According to the Local Area Unemployment Statistics program, Minnesota's 

unemployment rate hovered just below the national rate from 2005 to 2008, before rising as 

high as 7.8 percent in 2009, then dropping back to pre-recession levels by 2014. Minnesota's 

2018 unemployment rate was 2.9 percent, compared to 3.9 percent in the U.S (see Figure 3).    

https://apps.deed.state.mn.us/lmi/cpt/Search
https://www.careeronestop.org/Toolkit/Training/find-licenses.aspx?&keyword=Registered%20Nurses&location=MN
https://mn.gov/boards/nursing/
https://mn.gov/boards/nursing/licensure/apply-for-a-license/rn-lic-exam-us-prog.jsp
https://wioaplans.ed.gov/dashboard/13626#_ftn1
https://wioaplans.ed.gov/dashboard/13626#_ftn2
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Within the state, the Twin Cities, Southeast and Southwest had the lowest rates in 2018, while 

the highest rates have consistently been found in Northern Minnesota. 

Minnesota has much higher labor force participation rates than the United States, ranking 

second highest in the nation in July of 2019. By age, Minnesota has higher labor force 

participation rates than the nation in all but the oldest age group, but also had lower 

unemployment rates for all age groups. While participation rates are dropping slightly overall, 

most notably in the 16 to 54 year old age groups, rates in the older age cohorts will likely see 

increases over the next 10 years. 

One-year estimates from the 2017 American Community Survey show that unemployment rates 

in Minnesota were also higher for younger people, especially those from 16 to 24 years of age, 

and for people with lower educational attainment. In 2017, people with less than a high school 

diploma had an unemployment rate of 8.0 percent, compared to high school graduates at 3.9 

percent, people with some college or associate's degrees at 3.1 percent, and workers with a 

bachelor's degree or higher, at just 1.8 percent (see Table 6). 

 

Table 6. Employment Status by Selected Characteristics, 2017  

  Minnesota Minnesota Minnesota United 

States 

United States United 

States 

  In Labor 

Force 

Labor Force 

Participation 

Rate 

Unemp. 

rate 

In Labor 

Force 

Labor Force 

Participation 

Rate 

Unemp. 

rate 
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  Minnesota Minnesota Minnesota United 

States 

United States United 

States 

Population 16 years 

and over 

3,073,870 69.5% 3.6% 164,676,605 63.2% 5.3% 

BY AGE GROUP             

  16 to 19 years 153,862 52.8% 12.1% 6,650,454 38.3% 17.3% 

  20 to 24 years 299,708 84.9% 5.2% 16,418,641 74.8% 9.4% 

  25 to 29 years 332,004 88.8% 3.7% 19,115,033 82.8% 6.1% 

  30 to 34 years 340,277 88.4% 3.6% 18,116,595 82.8% 5.0% 

  35 to 44 years 622,609 88.8% 2.9% 33,881,154 82.4% 4.2% 

  45 to 54 years 614,620 86.7% 2.6% 34,118,750 80.6% 3.7% 

  55 to 59 years 314,797 79.8% 3.0% 15,736,228 72.3% 3.6% 

  60 to 64 years 231,519 65.0% 2.1% 11,545,117 57.0% 3.3% 

  65 to 74 years 139,466 28.3% 1.9% 7,670,824 25.8% 3.2% 

  75 years and over 24,162 6.6% 2.4% 1,433,701 6.8% 3.2% 

BY RACE AND 

HISPANIC OR 

LATINO ORIGIN 

            

  White alone 2,605,255 69.2% 3.1% 120,718,424 62.8% 4.5% 

  Black or African 

American alone 

179,530 72.6% 8.3% 20,174,322 62.5% 9.5% 

  American Indian & 

Alaska Native 

24,595 56.9% 14.5% 1,195,629 57.5% 10.2% 

  Asian alone 145,166 69.8% 4.2% 9,759,029 64.9% 4.2% 

  Some other race 

alone 

57,769 76.1% 4.4% 8,448,722 69.3% 6.3% 

  Two or more races 61,132 74.7% 6.4% 4,206,383 67.0% 8.1% 

  Hispanic or Latino 

(of any race) 

149,129 76.6% 5.4% 28,493,543 67.4% 6.0% 

BY DISABILITY 

STATUS 

            

  With any disability 153,416 52.0% 7.4% 8,385,320 42.2% 11.5% 

BY EDUCATIONAL 

ATTAINMENT 
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  Minnesota Minnesota Minnesota United 

States 

United States United 

States 

Population 25 to 64 

years 

2,455,310 84.1% 3.0% 132,597,941 77.8% 4.3% 

  Less than high 

school graduate 

117,035 64.6% 8.0% 11,240,656 60.2% 8.0% 

  High school 

graduate (inc. GED) 

501,766 77.9% 3.9% 31,921,729 72.2% 5.7% 

  Some college or 

associate's degree 

836,250 85.3% 3.1% 40,248,811 79.2% 4.3% 

  Bachelor's degree 

or higher 

1,001,366 89.9% 1.8% 49,128,230 86.6% 2.6% 

Source: U.S. Census Bureau, 2017 American Community Survey 1-Year Estimates 

Minnesota also has higher labor force participation rates than the nation for every race group 

except for American Indians, and higher rates for workers with disabilities and at every level of 

educational attainment. However, several of these groups have large unemployment rate 

disparities, which could be a potential source of workers if rates continue to improve for all 

groups. 

About 295,000 Minnesotans aged 16 years and over have disabilities. Of those, nearly 153,500 

people with disabilities are in the labor market. However, their rate of unemployment, at 7.4 

percent, far exceeds the overall unemployment rate in Minnesota (the comparable number was 

3.6% for the same time period). People with disabilities also have a much lower labor force 

participation rate than the general population, at 52 percent compared to 69.5 percent overall. 

Helping workers with disabilities find and retain employment is a great opportunity for 

Minnesota employers (see Table 7). 

Table 7. Minnesota Labor Force Participation and Unemployment Rate for Workers with 

Disabilities, 2007 -2017  

  2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 

Labor force 

participation rate 

53.4% 56.8% 53.6% 52.0% 51.6% 49.4% 52.4% 49.8% 52.7% 52.2% 52.0% 

Unemployment rate 12.6% 9.9% 15.0% 15.3% 17.0% 14.7% 11.8% 10.6% 9.6% 8.0% 7.4% 

Source: U.S. Census Bureau, American Community Survey 

Another source of new workers are people with criminal records. According to Census data, 

there were just over 20,000 adults living in correctional facilities in Minnesota, with about two-

thirds residing in state and federal prisons, and the other third held in local jails. Nearly all will 

be released into the community after serving their sentence with many still under correctional 

supervision, which often comes with a condition of securing and maintaining employment. Over 

111,000 adult offenders are supervised in the community statewide by Community Corrections, 

County Probation Agents and DOC agents. However, many of these individuals struggle to find 

employment. In a recent study of employment outcomes for people leaving Minnesota 

Correctional Facilities, 23 percent were employed during the first 12 months after release from 

prison. Whether ex-offenders worked in the year prior to their most recent admission to prison 
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had a significant impact on whether they found work after release: of the 12 percent that 

worked in the year before coming to prison, 87 percent found a job in the first year after release. 

Of the adults in Minnesota Correctional Facilities, 28 percent have not completed high school or 

GED; 71 percent have. 

With about 93 percent of adults having a high school diploma or higher, Minnesota has the 

highest educational attainment in the U.S. We also rank 10th for the percent of people with a 

ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÈÉÇÈÅÒȟ ÓÕÇÇÅÓÔÉÎÇ Á ÈÉÇÈÌÙ ÓËÉÌÌÅÄ ×ÏÒËÆÏÒÃÅ ÁÖÁÉÌÁÂÌÅ ÆÏÒ ÅÍÐÌÏÙÅÒÓȢ 

Through 2017, about 42.7 percent of adults aged 18 years and over had earned a college degree, 

ÅÉÔÈÅÒ ÁÓÓÏÃÉÁÔÅȭÓȟ ÂÁÃÈÅÌÏÒȭÓȟ ÏÒ ÁÄÖÁÎÃÅÄ ÄÅÇÒÅÅ ɉÓÅÅ 4ÁÂÌÅ ψɊȢ !ÎÄ ÅÄÕÃÁÔÉÏÎÁÌ ÁÔÔÁÉÎÍÅÎÔ 

rates were increasing for younger age groups, who are making the most out of opportunities 

that may not have been as available to older age groups. 

Table 8. Educational Attainment for the Adult Population, 2017, Minnesota  

  Number Percent 

Total Population, 18 years & over 4,204,388 100.0% 

Less than high school 328,702 7.8% 

High school graduate (incl. equiv.) 1,076,746 25.6% 

Some college, no degree 1,001,402 23.8% 

Associate's degree 446,232 10.6% 

Bachelor's degree 912,289 21.7% 

Advanced degree 439,017 10.4% 

Source: 2013-2017 American Community Survey 

Like participation and unemployment rates, educational attainment varies significantly by race 

and ethnicity in Minnesota. Over one-third of Hispanic or Latino residents or people of Some 

Other Race had less than a high school diploma, compared to just 5.3 percent of white residents. 

However, over one-third of black or African Americans, American Indians, and people of Two or 

More 2ÁÃÅÓ ÈÁÖÅ ÁÔÔÅÎÄÅÄ ÓÏÍÅ ÃÏÌÌÅÇÅ ÏÒ ÅÁÒÎÅÄ ÁÎ ÁÓÓÏÃÉÁÔÅȭÓ ÄÅÇÒÅÅȟ ÁÎÄ τσ ÐÅÒÃÅÎÔ ÏÆ !ÓÉÁÎ 

ÒÅÓÉÄÅÎÔÓ ÈÁÄ Á ÂÁÃÈÅÌÏÒȭÓ ÄÅÇÒÅÅ ÏÒ ÈÉÇÈÅÒȟ ×ÈÉÃÈ ×ÁÓ ÉÎ ÌÉÎÅ ×ÉÔÈ ÔÈÅ ×ÈÉÔÅ ÐÏÐÕÌÁÔÉÏÎ ɉÓÅÅ 

Figure 4). Data from the American Community Survey show that educational attainment rates 

were going up across the board, especially for populations of people of color. 

http://factfinder.census.gov/faces/nav/jsf/pages/searchresults.xhtml?refresh=t
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SKILL GAPS 

During the past few years, there has been a great deal of discussion about the issue of workforce 

alignment in Minnesotaɂspecifically, a phenomenon known as skill gaps. Recent studies and 

popular press articles warn us that employers cannot find an adequate supply of workers to 

meet the demands of the jobs they have: workers may lack the skills, experience, or education 

needed to adequately carry out job duties. Policymakers and educators in Minnesota are 

ÃÏÎÃÅÒÎÅÄ ÁÂÏÕÔ ÔÈÅÓÅ ÄÅÆÉÃÉÅÎÃÉÅÓȟ ÁÎÄ ÁÒÅ ÍÏÔÉÖÁÔÅÄ ÔÏ ÅÎÓÕÒÅ ÔÈÁÔ ×ÏÒËÅÒÓȭ ÓËÉÌÌÓ ÁÌÉÇÎ 

ÐÒÏÐÅÒÌÙ ×ÉÔÈ ×ÈÁÔȭÓ ÎÅÅÄÅÄ ÉÎ ÔÈÅ ÌÁÂÏÒ ÍÁÒËÅÔȢ 3ËÉÌÌÓ ÍÉÓÍÁÔÃÈÅÓɂthat is, deficiencies in the 

workforc e supplyɂbecome especially salient and problematic during the hiring process. If too 

few job applicants have the right skills, knowledge, or experience to qualify for the job (or if too 

few people apply for the position, period), then that is consistent with the interpretation that 

ÔÈÅÒÅ ÉÓ Á ÇÁÐȟ ÏÒ ÍÉÓÍÁÔÃÈȟ ÂÅÔ×ÅÅÎ ×ÏÒËÅÒÓȭ ÓËÉÌÌÓ ɉÓÕÐÐÌÙɊ ÁÎÄ ÔÈÅ ÓËÉÌÌÓ ÎÅÅÄÅÄ ÔÏ ÐÅÒÆÏÒÍ 

the job (demand). On the other hand, it is important to realize that there are a variety of reasons 

an employer may have hiring difficulties, and that many of these have nothing to do with the 

available supply. Characteristics of the firm and/or the job itself could reduce the likelihood that 

candidates will choose to apply for or accept any given position. Some of the most basic 

ȰÄÅÍÁÎÄ-ÓÉÄÅȱ ÆÁÃÔÏÒÓ ÉÎÃÌÕÄÅ ÔÈÅ ×ÁÇÅ ÏÆÆÅÒÅÄȟ ÔÈÅ ÈÏÕÒÓ ÏÆ ×ÏÒËȟ ÁÎÄ ÔÈÅ ÌÏÃÁÔÉÏÎ ÏÆ ÔÈÅ ×ÏÒËȢ 

Minnesota is working to help job seekers lacking necessary skills attain them for fulfilling 

employment. Career seekers participating in skills training programs for in-demand 

occupations would also be assessed for gaps in support needs, such as child care, transportation 

and other basic needs. The fundamental basis for the design of our career pathways was 

initiated in the FastTRAC program. This design continues in MiÎÎÅÓÏÔÁȭÓ 0ÁÔÈ×ÁÙÓ ÔÏ 0ÒÏÓÐÅÒÉÔÙ 

program. The goal is to provide the shortest successful path to educational/credential 

attainment and transition into occupations in demand. 

HOUSEHOLD INCOMES, WAGES AND COST OF LIVING 

Not only hard working, Minnesotans are also high earning. At $68,388, Minnesota's median 

household income is higher than the nation's, at $60,336, according to data from the American 

Community Survey (ACS) 2017 1-Year Estimates. Approximately 36 percent of households in 

Minnesota had incomes below $50,000 in 2017, compared to about 42 percent nationwide. 

Another one-third (32.5%) of households in Minnesota earned between $50,000 and $100,000, 

compared to 30 percent nationally. Lastly, another one-third of households (31.6%) in 
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Minnesota earn more than $100,000 per year, compared to 28 percent of households in the 

nation. 

While Minnesota enjoys higher median household incomes than the nation overall, there again 

are disparities present between the state's racial and ethnic populations. Overall, household 

incomes were lower for people of color and indigenous people. For example, those reporting as 

black or African American had a median household income of $38,147 in 2017, just over half the 

median household income reported by the state's white population, at $71,547. Those reporting 

as Asian were the only non-white group to have a higher median income than white households, 

at $74,766 (see Figure 5). 

 

The gaps have persisted over time, though incomes were rising across the board. From 2007 to 

2017, median household incomes increased around 25 percent for white, black, Asian, and 

Hispanic or Latino households, and between 10 and 15 percent for American Indians and 

households of two or more races. More recently, median household incomes climbed faster for 

black or African American households, households of some other race, and Hispanics or Latinos 

than for white or Asian households in the past two years (see Figure 4). 

Along with income, it is important to know the cost of living in the State of Minnesota. DEED's 

Cost of Living tool provides a yearly estimate of the basic needs cost of living in Minnesota, for 

individuals and families, by county, region, and statewide. Using the state's average family size - 

which consists of one full-time working adult , one part-time working adult, and one child - the 

basic needs cost of living in Minnesota is $55,548. As such, each adult worker would need to 

earn $17.80 to meet the state's basic needs budget for a typical family of three; while the cost of 

living is lower for a single individual with no children. Estimates vary widely across the state, 

and different household sizes, work arrangements, and locations provide different costs of 
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living and wage requirements, ranging from a low of $44,952 in Southwest Minnesota to a high 

of $60,864 in the Twin Cities (see Table 9). 

Table 9. Basic Needs Cost of Living Estimates in Minnesota, 2018  

Single 

Adult 

(working 

full -time), 

0 children 

Single 

Yearly 

Cost of 

Living 

Hourly 

Wage 

Required 

Monthly 

Child 

CareCosts 

Monthly 

Food 

Costs 

Monthly 

Health 

Care 

Costs 

Monthly 

Housing 

Costs 

Monthly 

Trans-

portation 

Costs 

Other 

Monthly 

Costs 

Monthly 

Taxes 

Central 

Minnesota 

$31,212 $15.01 $0 $326 $137 $727 $698 $323 $390 

Northeast 

Minnesota 

$28,656 $13.78 $0 $329 $138 $642 $637 $298 $344 

Northwest 

Minnesota 

$27,864 $13.40 $0 $329 $138 $581 $660 $280 $334 

Southeast 

Minnesota 

$28,020 $13.47 $0 $329 $138 $612 $632 $289 $335 

Southwest 

Minnesota 

$26,724 $12.85 $0 $332 $138 $577 $590 $279 $311 

Twin 

Cities 

Metro 

Area 

$32,640 $15.69 $0 $339 $136 $860 $611 $368 $406 

State of 

Minnesota 

$30,900 $14.86 $0 $335 $137 $759 $629 $336 $379 

Typical 

Family: 2 

Adults (1 

working 

full -time,  

1 part -

time), 1 

child  

Family 

Yearly 

Cost of 

Living  

Hourly 

Wage 

Required  

Monthly  

Child 

Care 

Cost 

Monthly  

Food 

Cost 

Monthly  

Health 

Care 

Cost 

Monthly  

Housing  

Cost 

Monthly  

Trans -

portation  

Cost 

Other 

Monthly  

Costs 

Monthly  

Taxes 

Central 

Minnesota 

$53,076 $17.01 $358 $745 $487 $939 $815 

  

$517 $562 

Northeast 

Minnesota 

$48,540 $15.56 $278 $751 $496 $839 $740 $488 $453 

Northwest 

Minnesota 

$47,136 $15.11 $246 $752 $496 $772 $768 $468 $426 

Southeast 

Minnesota 

$49,332 $15.81 $346 $753 $496 $822 $733 $484 $477 
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Single 

Adult 

(working 

full -time), 

0 children 

Single 

Yearly 

Cost of 

Living 

Hourly 

Wage 

Required 

Monthly 

Child 

CareCosts 

Monthly 

Food 

Costs 

Monthly 

Health 

Care 

Costs 

Monthly 

Housing 

Costs 

Monthly 

Trans-

portation 

Costs 

Other 

Monthly 

Costs 

Monthly 

Taxes 

Southwest 

Minnesota 

$44,952 $14.41 $228 $759 $496 $750 $681 $463 $369 

Twin 

Cities 

Metro 

Area 

$60,864 $19.51 $685 $775 $476 $1,110 $706 $579 $741 

State of 

Minnesota 

$55,548 $17.80 $511 $764 $484 $986 $729 $537 $618 

Source: DEED Cost of Living tool 

The median hourly wage for all occupations in Minnesota was $20.95 in 2019, according to data 

ÆÒÏÍ $%%$ȭÓ /ÃÃÕÐÁÔÉÏÎÁÌ %ÍÐÌÏÙÍÅÎÔ 3ÔÁÔÉÓÔÉÃÓ ÐÒÏÇÒÁÍȢ )Î ÆÁÃÔȟ ÍÅÄÉÁÎ ÈÏurly wages for all 

regions were higher than the wage required to meet a basic needs budget for a typical family. 

However, like cost of living, wages varied by region with the lowest wages reported in 

Southwest and Northwest Minnesota, and the highest wages offered in the Twin Cities metro 

area (see Table 10). The difference in median wages between the Twin Cities and Greater 

Minnesota works out to about $4.14 an hour, or the equivalent of $8,615 over the course of a 

full -time work year (40 hours per week, or 2,080 per year). 

Table 10. Occupational Employment Statistics by Planning Region, 2019  

  Median Hourly Wage Estimated Regional Employ-ment 

Central Minnesota $18.94 286,270 

Northeast Minnesota $18.57 144,430 

Northwest Minnesota $18.09 223,830 

Southeast Minnesota $19.28 241,540 

Southwest Minnesota $18.02 176,430 

Twin Cities Metro Area $22.78 1,793,870 

State of Minnesota $20.95 2,867,700 

Source: DEED Occupational Employment Statistics 

Not surprisingly, the lowest-paying jobs are concentrated in food prep and serving; personal 

care and service; building, grounds cleaning and maintenance; sales and related; farming, 

fishing and forestry; and health care support, all of which have lower median hourly wages than 

what would be required to meet the basic needs cost of living described above. For the most 

part, the gap in pay between Greater Minnesota and the Twin Cities is also much lower in these 

jobs. In contrast, the highest paying jobs are found in management, computer and mathematical, 

architecture and engineering, legal, health care practitioners, business and financial operations, 

and life, physical, and social science occupations, which all need higher levels of education and 

https://mn.gov/deed/data/data-tools/col/
http://www.mn.gov/deed/data/data-tools/oes/
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experience, including many that require postsecondary training (see Table 11). The pay gaps 

between Greater Minnesota and the Twin Cities are much bigger in these occupations. 

Table 11. Minnesota Occupational Employment Statistics, 2019  

Occupational Group Median Hourly 

Wage 

Estimated Employ-

ment 

Share of Total 

Employment 

 Total, All Occupations $20.95 2,867,700 100.0% 

 Office & Administrative Support $19.10 405,970 14.2% 

 Sales & Related $14.97 277,070 9.7% 

 Food Preparation & Serving 

Related 

$11.90 242,170 8.4% 

 Production $18.68 214,230 7.5% 

 Health Care Practitioners & 

Technical 

$35.79 190,720 6.7% 

 Transportation & Material 

Moving 

$18.48 177,580 6.2% 

 Management $51.26 171,250 6.0% 

 Education, Training & Library $24.22 166,300 5.8% 

 Business & Financial 

Operations 

$33.03 164,510 5.7% 

 Personal Care & Service $12.90 144,070 5.0% 

 Construction & Extraction $28.07 100,510 3.5% 

 Installation, Maintenance & 

Repair 

$23.13 100,030 3.5% 

 Computer & Mathematical $40.96 96,020 3.3% 

 Building, Grounds Cleaning & 

Maint. 

$14.97 85,820 3.0% 

 Health Care Support $16.82 83,380 2.9% 

 Community & Social Service $22.73 57,870 2.0% 

 Architecture & Engineering $37.53 56,070 2.0% 

 Protective Service $21.52 44,390 1.5% 

 Arts, Design, Entertainment & 

Media 

$24.35 39,670 1.4% 

 Life, Physical & Social Science $33.54 26,210 0.9% 

 Legal $36.50 19,870 0.7% 

 Farming, Fishing & Forestry $16.51 3,980 0.1% 
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Source: DEED Occupational Employment Statistics, Qtr. 1 2019 

JOB VACANCIES, OCCUPATIONS IN DEMAND, EMPLOYMENT PROJECTIONS 

Employers in Minnesota reported nearly 137,000 job vacancies in the fourth quarter of 2018, 

which is the highest ever recorded, and more than five times the number posted during the 

Great Recession in 2009. As such, there were now just 0.6 unemployed persons for each 

vacancy, which is tied for the lowest ratio on record and suggests that the labor market remains 

tight as baby boomers retire and job growth continues at a moderate pace. Regionally, 76,500 of 

statewide job vacancies (55.9%) were reported in the Seven-County Twin Cities Metro Area, 

with the remaining 60,400 vacancies (44.1%) reported in Greater Minnesota. Over the past five 

years, between the second quarters of 2014 and 2018, the number of job vacancies increased by 

55 percent in the Metro Area and by 52 percent in Greater Minnesota. After averaging annual 

job vacancy increases of 15 percent between 2013 and 2017, this latest over-the-year increase 

of 18 percent suggests continued employment growth and increased retirements are leading to 

the accelerated need for workers. Barring any recession, this increased need for workers may 
continue well into the next decade, if not further into the future. 

The median hourly wage offer was $15.01 across all occupations, but ranged from a low of 

around $12.00 per hour for protective service, food prep and serving, and personal care and 

services workers, to more than $30 per hour or more for management, computer and 

mathematical, legal, and architecture and engineering occupations. Reflecting heightened 

demand for occupations and for the workers to fill the openings, wage offers were increasing 

across occupational groups. 

Overall, 37 percent of the openings were part-time, which is down slightly compared to 

previous years. Likewise, only 35 percent of current openings required postsecondary 

education, while 45 percent required a year or more of experience. Interestingly, postsecondary 

educational requirements in the state have been stable or declining over the past 5 years, while 

work experience requirements were rising (see Table 12). 

Table 12. Minnesota Job Vacancy Survey Results, 4th Qtr. 2018  

  Number of 

Total 

Vacancies 

Percent 

Part-

time 

Percent 

Temporary 

or Seasonal 

Requiring 

Post-

Secondary 

Education 

Requiring 1 

or More 

Years of 

Experience 

Requiring 

Certificate 

or License 

Median 

Hourly 

Wage 

Offer 

Total, All 

Occupations 

136,917 37% 9% 35% 45% 35% $15.01 

Food 

Preparation & 

Serving Related 

18,761 62% 7% 7% 19% 11% $11.88 

Sales & Related 16,427 43% 9% 12% 37% 8% $13.20 

Personal Care & 

Service 

12,420 62% 5% 24% 29% 51% $12.00 

Office & 

Administrative 

Support 

10,131 33% 4% 14% 46% 8% $14.72 

http://www.mn.gov/deed/data/data-tools/oes/
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  Number of 

Total 

Vacancies 

Percent 

Part-

time 

Percent 

Temporary 

or Seasonal 

Requiring 

Post-

Secondary 

Education 

Requiring 1 

or More 

Years of 

Experience 

Requiring 

Certificate 

or License 

Median 

Hourly 

Wage 

Offer 

Transportation 

& Material 

Moving 

9,931 35% 13% 13% 46% 71% $15.52 

Production 9,439 7% 8% 13% 37% 7% $15.98 

Health Care 

Practitioners & 

Technical 

8,818 42% 2% 92% 60% 93% $25.75 

Building, 

Grounds 

Cleaning & 

Maint. 

7,071 39% 30% 4% 20% 15% $14.86 

Health Care 

Support 

5,350 57% 2% 35% 19% 75% $13.48 

Education, 

Training & 

Library 

4,888 45% 27% 85% 68% 83% $15.92 

Installation, 

Maintenance & 

Repair 

4,634 6% 2% 46% 71% 40% $20.77 

Management 4,602 3% 1% 88% 96% 22% $40.31 

Business & 

Financial 

Operations 

4,285 8% 2% 83% 92% 22% $28.83 

Computer & 

Mathematical 

4,093 1% 1% 85% 97% 10% $34.92 

Construction & 

Extraction 

3,447 16% 41% 39% 59% 46% $20.67 

Community & 

Social Service 

2,761 25% 6% 88% 76% 66% $19.40 

Architecture & 

Engineering 

2,608 0% 3% 83% 89% 25% $30.35 

Protective 

Service 

2,394 64% 4% 15% 30% 71% $11.45 

Arts, Design, 

Entertainment 

& Media 

1,276 35% 7% 54% 63% 17% $17.47 
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  Number of 

Total 

Vacancies 

Percent 

Part-

time 

Percent 

Temporary 

or Seasonal 

Requiring 

Post-

Secondary 

Education 

Requiring 1 

or More 

Years of 

Experience 

Requiring 

Certificate 

or License 

Median 

Hourly 

Wage 

Offer 

Life, Physical & 

Social Sciences 

1,125 7% 3% 82% 78% 32% $24.66 

Legal 458 4% 2% 94% 90% 60% $30.95 

 Source: DEED Job Vacancy Survey, 4th Qtr. 2018 

3ÉÍÉÌÁÒ ÔÏ *ÏÂ 6ÁÃÁÎÃÙ 3ÕÒÖÅÙ ÒÅÓÕÌÔÓȟ ÄÁÔÁ ÆÒÏÍ $%%$ȭÓ /ÃÃÕÐÁÔÉÏÎÁÌ %ÍÐÌÏÙÍÅÎÔ 3ÔÁÔÉÓÔÉÃÓ 

program shows that only about 36 percent of jobs in the state require postsecondary education 

for entry. The other 64 percent can be started with a high school diploma or less and some 

amount of on-the-job training (See Figure 6). 

 

Certain careers ɀ such as dentists, lawyers, and teachers ɀ require a college education, while 

other jobs ɀ including cost estimators, sales representatives, and correctional officers ɀ do not. 

College is an excellent way to move up career ladders and open windows of opportunity to 

fields that would otherwise be closed, such as nursing or engineering. Many of these 

occupations offer high wages and are in high demand in the marketplace. 

While education is typically a worthwhile investment, college can be expensive ɀ with average 

annual expenses ranging between $14,500 and almost $50,000 per year in Minnesota. For those 

who go to college, choice of major matters ɀ different programs lead to different jobs that earn 

http://www.mn.gov/deed/data/data-tools/job-vacancy/
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different amounts of money. Students and job seekers can use labor market data to make more 

informed career decisions. 

In light of increased vacancies and increased demand for workers, DEED's Occupations in 

Demand (OID) tool sheds light on those occupations showing the most current need. These 

occupations are spread across different sectors in each region, but are typically concentrated in 

major industries. For example, retail salespersons, food prep workers, personal care aides, truck 

drivers, customer service representatives, registered nurses, computer user support specialists, 

software developers, industrial engineers, and elementary and secondary school teachers are 

among the top occupations in demand based on the consistent need for workers in these fields. 

Much of the current demand is found in health care, accommodation and food services, retail 

trade, and manufacturing (see Table 13). 

Table 13. Minnesota Top Occupations in Demand by Education Requirements, 2019  

Less than High School High School or Equivalent Some College or 

Assoc. Degree 

"ÁÃÈÅÌÏÒȭÓ $ÅÇÒÅÅ ÏÒ 

Higher 

Retail Salespersons 

 

($25,746) 

Heavy & Tractor-Trailer 

Truck Drivers ($48,723) 

Registered Nurses 

($79,297) 

Software 

Developers, 

Applications 

($96,880) 

Personal Care Aides 

 

($26,574) 

First-Line Supervisors of 

Retail Sales Workers 

($41,640) 

Nursing Assistants 

 

($34,418) 

Computer Systems 

Analysts ($91,593) 

Combined Food Prep & 

Serving Workers 

($24,064) 

First-Line Supervisors of 

Food Prep 

& Serving Workers 

($37,134) 

Licensed Practical 

Nurses 

($47,706) 

Web Developers 

 

($79,235) 

Cashiers 

 

($24,384) 

Secretaries & 

Administrative Assistants 

($41,019) 

Automotive Service 

Techs. & Mechanics 

($40,865) 

Financial Analysts 

 

($87,604) 

Laborers & Freight, 

Stock & Material 

Movers, Hand ($34,454) 

Office Clerks, General 

 

($37,244) 

Electricians 

 

($72,471) 

Medical & Health 

Services Managers 

($102,024) 

Home Health Aides 

 

($29,582) 

Sales Representatives, 

Wholesale & 

Manufacturing ($65,395) 

Machinists 

 

($50,640) 

Elementary School 

Teachers ($62,904) 

Cooks, Restaurant 

 

($29,730) 

Maintenance & Repair 

Workers, General 

($43,740) 

Computer User 

Support Specialists 

($54,704) 

Industrial Engineers 

 

($88,112) 

Waiters & Waitresses 

 

($23,072) 

Customer Service 

Representatives ($38,589) 

Electrical & 

Electronics 

Engineering Techs. 

($62,198) 

Secondary School 

Teachers ($62,643) 
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Less than High School High School or Equivalent Some College or 

Assoc. Degree 

"ÁÃÈÅÌÏÒȭÓ $ÅÇÒÅÅ ÏÒ 

Higher 

Maids & Housekeeping 

Cleaners ($26,889) 

Childcare Workers 

 

($24,920) 

CNC Machine Tool 

Programmers 

($61,624) 

Management 

Analysts 

 

($79,926) 

Counter Attendants, 

Cafeteria & Concession 

($23,059) 

Pharmacy Technicians 

 

($37,437) 

Industrial Machinery 

Mechanics ($55,991) 

Human Resources 

Specialists 

($61,520) 

Source: DEED Occupations in Demand 

In addition to current demand, it is also important to understand future demand. According to 

employment projections, Minnesota is expected to see job growth of 5.9 percent from 2016 to 

2026. That's equivalent to 181,600 net new jobs, with nearly 128,000 slated for the Twin Cities 

Metro Area and the remaining 53,600 net new jobs set to be gained in Greater Minnesota. 

Zooming in, Central Minnesota is anticipated to be the fastest growing region within Minnesota, 

with a projected growth rate of 8.6 percent between 2016 and 2026, followed closely by the 

Twin Cities at 6.8 percent. Southeast and Northwest are projected to grow by 4.6 percent and 

4.2 percent, respectively, while Northeast and Southwest both expected to grow around 1 

percent. In addition, Minnesota is projected to have 1,480,027 labor force exit openings, due to 

current workers retiring or otherwise leaving their occupation. These replacement openings 

outpace new jobs in every case, meaning that many jobs will be available and in demand, even 

without seeing projected growth (see Table 14). 

Table 14. Minnesota Employment Projections by Occupational Group, 2016 -2026  

Occupational Group 2016 

Estimate 

2026 

Projection 

2016-2026 

Percent 

Change 

Total Job 

Growth 

Change 

Labor Force Exit 

Openings 

Total, All Occupations 3,097,300 3,278,900 +5.9% +181,600 +1,480,027 

Office & Administrative 

Support 

423,742 420,508 -0.8% -3,234 +215,579 

Sales & Related 295,312 300,901 +1.9% +5,589 +171,482 

Food Preparation & 

Serving Related 

240,410 253,705 +5.5% +13,295 +188,240 

Management 236,316 249,678 +5.7% +13,362 +76,453 

Production 224,787 220,282 -2.0% -4,505 +92,681 

Health Care 

Practitioners & 

Technical 

183,794 206,612 +12.4% +22,818 +52,477 

Transportation & 

Material Moving 

188,103 196,338 +4.4% +8,235 +95,838 
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Occupational Group 2016 

Estimate 

2026 

Projection 

2016-2026 

Percent 

Change 

Total Job 

Growth 

Change 

Labor Force Exit 

Openings 

Personal Care & 

Service 

161,950 192,106 +18.6% +30,156 +135,610 

Business & Financial 

Operations 

177,222 192,016 +8.3% +14,794 +54,002 

Education, Training, & 

Library 

172,960 184,770 +6.8% +11,810 +75,921 

Construction & 

Extraction 

119,141 129,151 +8.4% +10,010 +43,767 

Computer & 

Mathematical 

100,985 110,159 +9.1% +9,174 +17,971 

Installation, 

Maintenance, & Repair 

103,306 109,973 +6.5% +6,667 +36,967 

Health Care Support 88,928 104,062 +17.0% +15,134 +55,746 

Building, Grounds 

Cleaning & Maint. 

95,789 103,753 +8.3% +7,964 +61,229 

Community & Social 

Service 

63,422 69,174 +9.1% +5,752 +26,725 

Architecture & 

Engineering 

55,330 59,926 +8.3% +4,596 +14,513 

Arts, Design, 

Entertainment, & 

Media 

54,952 56,941 +3.6% +1,989 +23,067 

Protective Service 46,716 48,695 +4.2% +1,979 +23,119 

Life, Physical, & Social 

Science 

26,096 28,789 +10.3% +2,693 +6,812 

Legal 21,531 23,406 +8.7% +1,875 +5,543 

Farming, Fishing, & 

Forestry 

16,508 17,955 +8.8% +1,447 +6,285 

Source: DEED 2016-2026 Employment Outlook 

Only two occupational groups are expected to see declines through 2026, but they are both 

among the five largest occupational groups in the state. Office and administrative support is 

expected to see a small decline in total jobs, but will still have the largest number of total 

openings due to a huge number of labor force exit openings. Likewise, production occupations 

are projected to decline by 2 percent, but will still have nearly 93,000 openings due to 

retirements or other labor force exits. In contrast, the occupations that are expected to see the 

most new job growth include personal care and service, health care practitioners and health 

care support, and business and financial operations occupations. Food preparation and serving 
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and sales and related occupations are projected to see the most openings due to turnover and 

labor force exits (see Table 14). 

INDUSTRY TRENDS, PROJECTIONS, AND WORKFORCE DEMOGRAPHICS 

Statewide, Minnesota was home to 175,211 business establishments providing 2,881,140 jobs 

ÔÈÒÏÕÇÈ ςπρψȟ ×ÉÔÈ Á ÔÏÔÁÌ ÐÁÙÒÏÌÌ ÏÆ ÊÕÓÔ ÏÖÅÒ Αρφχ ÂÉÌÌÉÏÎȢ *ÕÓÔ ÏÖÅÒ φπ ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ 

employment is located in the Twin Cities metro region. Central and Southeast are the next 

largest regions, while Northeast is the smallest region in terms of employment. Average annual 

wages were $58,015 across the state, but ranged from a low of $39,268 in Northwest to a high of 

$64,722 in the Twin Cities. Employers in the state added nearly 189,000 jobs over the past five 

years, with 75 percent of that growth occurring in the Twin Cities metro area, though all six 

planning regions saw employment growth during that time frame (see Table 15). 

Table 15. Minnesota Employment Statistics, 2018  

  2018 

Annual 

Data 

Number 

of Firms 

2018 

Annual 

Data 

Number of 

Jobs 

2018 Annual Data 

Total Payroll 

2018 

Annual 

Data 

Avg. 

Annual 

Wages 

2013-

2018 

Change in 

Jobs 

2013-

2018 

Percent 

Change 

2017-

2018 

Change 

in Jobs 

2017-

2018 

Percent 

Change 

Central 

Minnesota 

17,925 276,393 $12,090,968,947 $43,746 +17,590 +6.8% +1,466 +0.5% 

Northeast 

Minnesota 

8,846 143,638 $6,488,391,239 $45,172 +3,317 +2.4% +276 +0.2% 

Northwest 

Minnesota 

16,572 221,341 $8,691,524,714 $39,268 +7,612 +3.6% 0 0.0% 

Southeast 

Minnesota 

12,543 244,597 $12,785,765,212 $52,273 +9,437 +4.0% +1,845 +0.8% 

Southwest 

Minnesota 

12,307 177,006 $7,395,247,152 $41,780 +2,703 +1.6% -437 -0.2% 

Twin 

Cities 

Metro 

Area 

83,451 1,761,988 $114,039,835,209 $64,722 +141,376 +8.7% +22,432 +1.3% 

State of 

Minnesota 

175,211 2,881,140 $167,150,262,669 $58,015 +188,970 +7.0% +27,136 +1.0% 

Source: DEED Quarterly Census of Employment & Wages (QCEW) program 

Minnesota ended 2018 with over 200,600 more jobs than it had in 2008. Employers in the state 

regained all of the jobs lost during the Great Recession by 2013, and have since provided steady 

employment growth. Between the annual low of 2,563,391 jobs following the Great Recession in 

2010 and the new peak reached in 2018, Minnesota employers had added about 317,750 jobs 

for a growth rate of 12.4 percent. The Twin Cities Metro Area was the fastest-growing region of 

Minnesota between 2013 and 2018, although Central Minnesota was just behind it, growing by 

6.8 percent during that time. Northwest and Southeast Minnesota both grew by about 4 percent 
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over the past five years, while Northeast and Southwest saw smaller amounts of growth. 

Southwest was the only region that lost jobs in the past year, while the Twin Cities again led the 

state in growth ((see Table 15 and Figure 7). 

 

With almost 500,000 jobs, health care and social assistance is the largest employing industry in 

Minnesota, accounting for 17.2 percent of the state's total employment. With 321,836 jobs, 

manufacturing is Minnesota's second largest-employing industry, accounting for 11.2 percent of 

the state's total jobs. With 298,489 jobs, retail trade rounds out Minnesota's top-three largest 

employing industries, accounting for 10.4 percent of the state's total employment. Altogether, 

these three industries account for nearly 40 percent of the state's total employment. 

Other large and important industries include accommodation and food services, educational 

services, professional and technical services, finance and insurance, administrative support and 

waste management services, public administration, wholesale trade, construction, and 

ÔÒÁÎÓÐÏÒÔÁÔÉÏÎ ÁÎÄ ×ÁÒÅÈÏÕÓÉÎÇȢ -ÉÎÎÅÓÏÔÁȭÓ ÅÃÏÎÏÍÙ ÉÓ ÄÉÖÅÒÓÅȟ ÁÎÄ ÔÈÅÒÅ ÉÓ ÓÔÒÅÎÇÔÈ ÉÎ ÔÈÅÓÅ 

numbers. 

Not surprisingly, health care and social assistance added the most jobs between 2013 and 2018, 

gaining just over 50,000 jobs. Professional, scientific, and technical services added the second 

most jobs during this period of time, up about 26,600 jobs, growing by 19.5 percent. Coming in 

third, construction added 21,405 jobs, growing by 19.9 percent, making it the fastest-growing 

industry in Minnesota since 2013. Overall, 16 of 20 industry sectors witnessed employment 

growth in Minnesota between 2013 and 2018, with only information and real estate, rental and 

leasing seeing major declines. Fifteen industries gained jobs in the past year, again led by health 

care and social assistance (see Table 16). 

Table 16. Minnesota Industry Employment Statistics, 2018  

NAICS Industry 

Title 

2018 

Annual 

Data 

Number 

of Firms 

2018 

Annual 

Data 

Number 

of Jobs 

2018 Annual 

Data Total 

Payroll 

($1,000s) 

Avg. 

Annual 

Wage 

2013-

2018 

Change 

in Jobs 

2013-

2018 

Percent 

Change 

2017-

2018 

Change 

in Jobs 

2017-

2018 

Percent 

Change 

Total, All 

Industries 

175,211 2,881,140 $167,150,263 $58,015 +188,970 +7.0% +27,136 +1.0% 
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NAICS Industry 

Title 

2018 

Annual 

Data 

Number 

of Firms 

2018 

Annual 

Data 

Number 

of Jobs 

2018 Annual 

Data Total 

Payroll 

($1,000s) 

Avg. 

Annual 

Wage 

2013-

2018 

Change 

in Jobs 

2013-

2018 

Percent 

Change 

2017-

2018 

Change 

in Jobs 

2017-

2018 

Percent 

Change 

Health Care & 

Social 

Assistance 

16,803 496,832 $26,294,030 $52,923 +50,059 +11.2% +9,436 +1.9% 

Manufacturing 8,477 321,836 $21,594,320 $67,097 +14,612 +4.8% +2,833 +0.9% 

Retail Trade 18,649 298,489 $9,163,946 $30,701 +11,547 +4.0% -516 -0.2% 

Accommodation 

& Food Services 

12,050 233,422 $4,708,319 $20,171 +16,439 +7.6% +1,600 +0.7% 

Educational 

Services 

4,275 230,907 $11,586,261 $50,177 +12,513 +5.7% +2,206 +1.0% 

Professional & 

Technical 

Services 

22,225 163,394 $15,471,603 $94,689 +26,639 +19.5% +3,311 +2.1% 

Finance & 

Insurance 

9,594 144,053 $15,265,879 $105,974 +4,146 +3.0% +1,964 +1.4% 

Admin. Support 

& Waste Mgmt. 

Svcs. 

8,321 135,504 $5,529,146 $40,804 +808 +0.6% +381 +0.3% 

Public 

Administration  

3,382 134,417 $7,814,295 $58,135 +10,595 +8.6% +2,356 +1.8% 

Wholesale 

Trade 

13,406 130,952 $11,058,667 $84,448 +392 +0.3% -1,460 -1.1% 

Construction 16,651 128,769 $8,637,814 $67,080 +21,405 +19.9% +2,202 +1.7% 

Transportation 

& Warehousing 

5,649 108,377 $5,869,789 $54,161 +15,044 +16.1% +1,598 +1.5% 

Other Services 17,084 90,246 $3,091,239 $34,253 +4,813 +5.6% +93 +0.1% 

Management of 

Companies 

1,471 81,229 $10,339,223 $127,285 +4,281 +5.6% +1,138 +1.4% 

Arts, 

Entertainment, 

& Recreation 

3,314 53,023 $1,913,410 $36,086 +4,015 +8.2% +1,074 +2.1% 

Information  4,045 52,849 $4,063,308 $76,885 -4,184 -7.3% -1,184 -2.2% 

Real Estate & 

Rental & 

Leasing 

6,289 35,329 $1,857,795 $52,586 -4,429 -11.1% +385 +1.1% 
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NAICS Industry 

Title 

2018 

Annual 

Data 

Number 

of Firms 

2018 

Annual 

Data 

Number 

of Jobs 

2018 Annual 

Data Total 

Payroll 

($1,000s) 

Avg. 

Annual 

Wage 

2013-

2018 

Change 

in Jobs 

2013-

2018 

Percent 

Change 

2017-

2018 

Change 

in Jobs 

2017-

2018 

Percent 

Change 

Agriculture, 

Forestry, Fish & 

Hunting 

2,854 21,855 $860,239 $39,361 +1,251 +6.1% -327 -1.5% 

Utilities  457 13,772 $1,487,105 $107,980 -631 -4.4% -91 -0.7% 

Mining 216 5,880 $543,876 $92,496 -343 -5.5% +133 +2.3% 

Source: DEED Quarterly Census of Employment & Wages (QCEW) program 

As noted, Minnesota's economy is expected to grow by 5.9 percent between 2016 and 2026, a 

gain of 181,600 jobs. The largest and fastest growing industry is projected to be health care and 

social assistance, which is anticipated to account for over 43 percent of total growth between 
2016 and 2026. The state is also projected to see continued rapid job growth in professional and 

technical services and construction. Even agriculture and mining are expected to see job 

expansions. These industries will need to focus on recruiting new workers to meet their 

workforce needs. The state is expected to see small job cuts in manufacturing and information. 

While these industries are projected to decline through 2026, there will be the need for 

replacement workers (see Table 17). 

Table 17. Minnesota Industry Employment Projections, 2016 -2026  

  Estimated 

Employment 

2016 

Projected 

Employment 

2026 

Percent 

Change      2016-

2026 

Numeric 

Change 2016-

2026 

 Total, All Industries 3,097,300 3,278,900 +5.9% +181,600 

 Health Care & Social 

Assistance 

462,083 540,500 +17.0% +78,417 

 Manufacturing 317,411 312,018 -1.7% -5,393 

 Retail Trade 298,041 298,920 +0.3% +879 

 Educational Services 241,732 253,880 +5.0% +12,148 

 Accommodation & 

Food Services 

222,202 233,880 +5.3% +11,678 

 Public Administration 178,492 185,800 +4.1% +7,308 

 Professional & 

Technical Services 

158,194 180,210 +13.9% +22,016 

 Finance & Insurance 142,355 149,300 +4.9% +6,945 

 Administrative & 

Waste Services 

135,918 143,320 +5.4% +7,402 

 Wholesale Trade 131,844 135,500 +2.8% +3,656 
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  Estimated 

Employment 

2016 

Projected 

Employment 

2026 

Percent 

Change      2016-

2026 

Numeric 

Change 2016-

2026 

 Other Services, Ex. 

Public Admin 

124,776 128,493 +3.0% +3,717 

 Construction 115,986 126,315 +8.9% +10,329 

 Transportation & 

Warehousing 

102,244 107,389 +5.0% +5,145 

 Management of 

Companies 

78,473 82,000 +4.5% +3,527 

 Arts, Entertainment, 

& Recreation 

54,812 57,830 +5.5% +3,018 

 Information  50,170 49,580 -1.2% -590 

 Real Estate & Rental 

& Leasing 

34,577 35,800 +3.5% +1,223 

 Agriculture, Forestry, 

Fish & Hunt 

24,206 26,790 +10.7% +2,584 

 Utilities  12,513 12,590 +0.6% +77 

 Mining 5,364 5,780  +7.8% +416 

 Source: DEED 2016-2026 Employment Outlook 

!ÃÃÏÒÄÉÎÇ ÔÏ $%%$ȭÓ 1ÕÁÒÔÅÒÌÙ %ÍÐÌÏÙÍÅÎÔ $ÅÍÏÇÒÁÐÈÉÃÓ ɉ1%$Ɋ ÐÒÏÇÒÁÍȟ ÔÈÅ ×ÏÒËÆÏÒÃÅ ÉÎ 

the state was aging over the past 10 years. Through 2018, over one fifth (21.5%) of workers in 

the state were 55 years or older, compared to just 15.7 percent one decade earlier. The percent 

of the workforce in their prime working years, from 25 to 54 years of age, dropped from 65.2 

percent in 2008 to 62 percent in 2018. In contrast, the percentage of young workers was falling 

over time, and while wages were going up, the number of hours worked was going down. 

Overall, wages were climbing across the board for all workers due to rising demand and a tight 

labor market. While wages were still lowest for the youngest and oldest workers who tend to fill 

lower-skilled, less-than-full -time jobs, these two age groups enjoyed the fastest percentage 

increase in wages from 2008 to 2018. Wages were highest for workers between 45 and 64 years 

of age, and males worked more hours than females, though the gap was narrowing over time 

(see Table 18). 

Table 18. Minnesota Workforce Demographics by Age Group and Gender, Total of All 

Industries, 2008 -2018  

  Percentage of 

Workers 2018 

Percentage of 

Workers 2008 

Median 

Hourly 

Wage 2018 

Median 

Hourly 

Wage 2008 

Median Hours 

Worked (Per 

Qtr.) 2018 

Median Hours 

Worked (Per 

Qtr.) 2008 

Total, all 

ages 

100.0% 100.0% $19.80 $15.64 425 426 
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  Percentage of 

Workers 2018 

Percentage of 

Workers 2008 

Median 

Hourly 

Wage 2018 

Median 

Hourly 

Wage 2008 

Median Hours 

Worked (Per 

Qtr.) 2018 

Median Hours 

Worked (Per 

Qtr.) 2008 

  19 years 

& under 

6.1% 7.5% $10.75 $7.69 112 118 

  20 to 24 

years 

10.3% 11.6% $14.27 $11.00 255 265 

  25 to 44 

years 

42.9% 42.7% $22.15 $17.85 465 472 

  45 to 54 

years 

19.1% 22.5% $25.68 $20.28 480 480 

  55 to 64 

years 

16.7% 12.6% $24.17 $19.10 480 480 

  65 years 

& over 

4.8% 3.1% $16.57 $12.19 247 217 

Male 49.1% 49.0% $22.28 $17.92 480 480 

Female 50.9% 51.0% $18.75 $14.52 388 376 

Source: DEED Quarterly Employment Demographics 

)Î ÁÄÄÉÔÉÏÎ ÔÏ ÁÇÉÎÇ ÄÅÍÏÇÒÁÐÈÉÃÓȟ ÔÈÅ ÒÁÃÉÁÌ ÄÉÖÅÒÓÉÔÙ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÈÁÓ ÁÌÓÏ ÂÅÅÎ 

changing over time. According to the Quarterly Workforce Indicators dataset, the number of 

white jobholders across all industries increased by 2.2 percent from 2008 to 2018, while the 

number of jobholders of some other race jumped by 46.9 percent. In fact, people of color or 

indigenous people filled 71 percent of the jobs added in the state between 2008 and 2018. By 

industry sector, people of color or indigenous people were most likely to hold jobs in 

administrative and support services, health care and social assistance, and accommodation and 

food services, which are all lower-wage industries. People of color were underrepresented in 

mining, utilities, construction, wholesale trade, agriculture, and educational services, most of 

which are higher-wage industries. Increasing the diversity of workers within moderate and high 

paying industries could improve earnings and incomes for people of color and indigenous 

people (see Figure 8). 

https://apps.deed.state.mn.us/lmi/qed/Results
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Eight industries saw a decline in the number of white jobholders, with the biggest declines 

experienced in manufacturing and retail trade. Only one industry ɀ real estate, rental and 

leasing ɀ saw a decline in the number of workers who are people of color or indigenous. In 

contrast, the fastest increase in workers who are people of color or indigenous was in health 

care and social assistance, educational services, professional and technical services, and 

transportation and warehousing, which all saw a more than 75 percent increase. Though 95 

percent of workers are still white, the number of workers who are people of color or indigenous 

in the construction industry jumped 57 percent. 

Of the 90,320 workers who gained jobs in health care and social assistance from 2008 to 2018, 

over 58 percent ɀ or 52,789 jobholders ɀ were workers who are people of color or indigenous. 

That was far and away the largest increase in any industry, followed by accommodation and 

food services, which added nearly 17,000 workers who are people of color or indigenous, 
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educational services, which gained over 15,000 workers who are people of color or indigenous, 

and retail trade and manufacturing, which both added about 12,000 additional workers who are 

people of color or indigenous. Administrative support and waste management services has long 

been the most racially diverse industry, and added about 5,800 workers who are people of color 

or indigenous from 2008 to 2018. 

NONEMPLOYERS AND FARMS 

Minnesota was home to 409,860 self-ÅÍÐÌÏÙÅÄ ÂÕÓÉÎÅÓÓÅÓ ÏÒ ȰÎÏÎÅÍÐÌÏÙÅÒÓȱ ÉÎ ςπρχȟ ×ÈÉÃÈ 

ÁÒÅ ÄÅÆÉÎÅÄ ÂÙ ÔÈÅ 5Ȣ3Ȣ #ÅÎÓÕÓ "ÕÒÅÁÕ ÁÓ ȰÂÕÓÉÎÅÓÓÅÓ ×ÉÔÈÏÕÔ ÐÁÉÄ ÅÍÐÌÏÙÅÅÓ ÔÈÁÔ ÁÒÅ ÓÕÂÊÅÃÔ ÔÏ 

federal income tax, originating from tax return information of the Internal Revenue Service 

ɉ)23ɊȢȱ Minnesota saw a small increase in nonemployers over the past decade, though it was not 

consistent across the state. Only the Twin Cities metro area and Southeast added nonemployers, 

while Central, Northeast, and Northwest saw big declines. In sum, the state added about 23,000 

nonemployers from 2007 to 2017, a 5.9 percent increase. These nonemployers generated sales 

receipts of over $19.3 billion in 2017 (Table 19). 

Table 19. Nonemployer Statistics, 2017  

  2017 Numberof 

Firms 

2017 

Receipts($1,000s) 

2007-2017 Change 

in Firms 

2007-2017 

Percent Change 

Central 

Minnesota 

48,809 $2,281,655 -1,738 -3.4% 

Northeast 

Minnesota 

20,508 $793,393 -1,667 -7.5% 

Northwest 

Minnesota 

43,223 $1,955,979 -1,160 -2.6% 

Southeast 

Minnesota 

32,7 

 

57 

$1,498,088 +243 +0.7% 

Southwest 

Minnesota 

27,444 $1,243,769 -77 -0.3% 

Twin Cities 

Metro Area 

237,119 $11,597,606 +27,275 +13.0% 

State of 

Minnesota 

409,860 $19,370,490 +22,876 +5.9% 

Source: U.S. Census, Nonemployer Statistics program 

Though DEED is not a great source of data on farms, agriculture is also a key industry in 

Minnesota, including 68,822 farms producing just under $18.4 billion in the market value of 

products sold in 2017 according to the U.S. Department of Agriculture. As farms continue to get 

larger, the number of farms in the state declined over the past 5 years. The Northwest and 

Southwest regions had the largest presence of farms, followed by Central and Southeast 

Minnesota. In contrast, Northeast and the Twin Cities did not have very many farms or much 

reliance on agriculture (see Table 20). 

Table 20. Census of Agriculture, 2017  

http://www.census.gov/econ/nonemployer/
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  Number of 

Farms 

Change in Farms, 

2012-2017 Number 

Change in Farms, 

2012-2017 Percent 

Market Value of 

Products Sold 

Central 

Minnesota 

13,540 -1,246 -8.4% $2,939,547,000 

Northeast 

Minnesota 

2,362 +55 +2.4% $55,215,000 

Northwest 

Minnesota 

19,380 -2,589 -11.8% $4,173,089,000 

Southeast 

Minnesota 

11,478 -601 -5.0% $2,857,846,000 

Southwest 

Minnesota 

18,319 -832 -4.3% $7,758,272,000 

Twin Cities 

Metro Area 

3,743 -507 -11.9% $611,422,000 

State of 

Minnesota 

68,822 -5,720 -7.7% $18,395,390,000 

Source: 2017 Census of Agriculture 

Regional profiles have been made available to each of the workforce development regions. 

Additional information and analysis will be provided to each region as requested. 

[1]  Individual s with barriers to employment include displaced homemakers; low-income 

individuals; Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities, 

including youth who are individuals with disabilities; older individuals; ex-offenders; homeless 

individuals, or homeless children and youths; youth who are in or have aged out of the foster 

care system; individuals who are English language learners, individuals who have low levels of 

literacy, and individuals facing substantial cultural barriers; farmworkers (as defined at section 

167(i) of WIOA and Training and Employment Guidance Letter No. 35-14); individuals within 2 

years of exhausting lifetime eligibility under the Temporary Assistance for Needy Families 

program; single parents (including single pregnant women); and long-term unemployed 

individuals. 

[2]  Veterans, unemployed workers, and youth, and others that the State may identify. 

2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS 

2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS.  

The Unified or Combined State Plan must include an analysis of the workforce development 

activities, including education and training in the State, to address the education and skill needs 

of the workforce, as identified in (a)(1)(B)(iii) above, and the employment needs of employers, 

as identified in (a)(1)(A)(iii) above. This must include an analysis of 

!Ȣ 4(% 34!4%ȭ3 7/2+&/2#% $%6%,/0-%.4 !#4)6)4)%3  

Provide ÁÎ ÁÎÁÌÙÓÉÓ ÏÆ ÔÈÅ 3ÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÁÃÔÉÖÉÔÉÅÓȟ ÉÎÃÌÕÄÉÎÇ ÅÄÕÃÁÔÉÏÎ ÁÎÄ 

training activities of the core programs, Combined State Plan partner programs included in this 

plan, and required and optional one-stop delivery system partners.[1]   

https://www.nass.usda.gov/AgCensus/
https://wioaplans.ed.gov/dashboard/13626#_ftnref1
https://wioaplans.ed.gov/dashboard/13626#_ftnref2
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-ÉÎÎÅÓÏÔÁȭÓ #ÏÍÂÉÎÅÄ 3ÔÁÔÅ 7)/! 0ÌÁÎ ÓÅÒÖÅÓ ÁÓ Á ÇÕÉÄÅ ÆÏÒ -ÉÎÎÅÓÏÔÁ ÆÏÒ ÃÏÎÔÉÎÕÏÕÓ 

ÉÍÐÒÏÖÅÍÅÎÔ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȢ 4ÈÉÓ ÐÌÁÎ ÁÎÄ ÉÔÓ ÉÍÐÌÅÍÅÎÔÁÔÉÏÎ 

seek to address challenges to the workforce development system and capitalize on 

opportunities Challenges include: labor force availability; a skills gap; disparities in employment 

and educational outcomes for populations experiencing workforce system challenges;[2]  and 

the need to remain relevant and useful to job seekers and employers, given their rapidly 

changing capacities and expectations.  

Under WIOA, the activities of the workforce development system are categorized within three 

areas: 1) Career Services; 2) Training Services and 3) Business Services. The following is a high-

level description of these three categories of services, as they are provided in the state of 

Minnesota and represent all core programs, Combined State Plan programs and optional one-

stop delivery system partners.  

Career Services ɂ WIOA has 11 required elements for career services, all which support 

customers to make informed decisions about their career choices and to understand the 
resources needed and available to assist them with pursuing their goals. MinnesotaȭÓ ÓÙÓÔÅÍ 

focuses on providing career information, job seeker services and connections to support 

services that help individuals find and retain employment.  

System partners provide a robust range of workshops, e-learning, one-on-one meetings and 

other resÏÕÒÃÅÓ ÔÏ ÈÅÌÐ ÐÅÏÐÌÅ ÐÒÅÐÁÒÅ ÆÏÒ Á ÓÕÃÃÅÓÓÆÕÌ ÊÏÂ ÓÅÁÒÃÈȢ -ÉÎÎÅÓÏÔÁȭÓ ÃÁÒÅÅÒ ÓÅÒÖÉÃÅÓ 

are supported by nationally-recognized labor market information systems and a "Creative Job 

Search" curriculum, as well as workshops designed for a wide range of needs ɂ including 

career planning, skills assessment, resume writing, interviewing and how to use social media in 

ÙÏÕÒ ÊÏÂ ÓÅÁÒÃÈȢ -ÉÎÎÅÓÏÔÁȭÓ 5ÎÅÍÐÌÏÙÍÅÎÔ )ÎÓÕÒÁÎÃÅ ɉ5)Ɋ ÄÉÖÉÓÉÏÎ ÁÌÓÏ ÈÁÓ ÌÁÉÄ ÔÈÅ 

groundwork for moving services to the web by creating e-learning courses based on the 

Creative Job Search curriculum. Resource referrals are also a critical component in connecting 

job seekers with needed resources. These services are provided throughout the system at 

CareerForce locations, partner sites and are often augmented by services through non-required 

titles/partners, such as the public library system.  

DEED provides required and optional training to all core program, Combined State Plan 

programs and optional one-stop delivery system partners to ensure consistent approaches and 

quality services for all job seekers. All core programs with the exception of Title II, participate in 

career services to the fullest extent possible through collocation at CareerForce locations and 

other locations determined necessary for serving job seekers. Title II works closely with 

CareerForce locations to coordinate career services and referrals among the programs for 

ÓÅÁÍÌÅÓÓ ÔÒÁÎÓÉÔÉÏÎ ÆÏÒ ÃÕÓÔÏÍÅÒÓȢ (ÁÖÉÎÇ Á ȰÃÁÒÅÅÒ ÁÎÄ ×ÏÒË ÏÒÉÅÎÔÅÄȱ ÃÏÎÔÅØÔ ÆÏÒ ÍÕÃÈ ÏÆ 

their instruction, including computer literacy, provides strong support for job seekers to 

transition to services at the CareerForce locations. All other Combined State Plan programs also 

have direct connections to career services provided to job seekers and program participants 

through the CareerForce locations. As an example, Temporary Assistance for Needy Families 

(TANF) services are currently accessible in a majority of CareerForce locations across 

Minnesota. Post-secondary Perkins V is the only non-direct individual service provider in the 

Combined State Plan, but the work they produce aligns with the building of career services that 

support career pathway thinking.  

Training Services ɂ 3ÉÎÃÅ 7)/! ÉÍÐÌÅÍÅÎÔÁÔÉÏÎȟ -ÉÎÎÅÓÏÔÁ ÈÁÓ ÂÒÏÁÄÅÎ ÔÈÅ ÓÙÓÔÅÍȭÓ 

approach to training services, placing greater emphasis on recognition of work-based and 

experiential- learning; portable and stackable credentials which lead to a career pathway that 

supports family sustaining wages. One of the key entry points for many adults and youth is 
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Adult Basic Education, which focuses on a range of educational needs, such as basic literacy and 

English as Á ÓÅÃÏÎÄ ÌÁÎÇÕÁÇÅȠ '%$ ÐÒÅÐÁÒÁÔÉÏÎȠ ÁÎÄ ȰÂÒÉÄÇÅȱ ÐÒÏÇÒÁÍÍÉÎÇ ÔÈÁÔ ÃÏÍÂÉÎÅÓ ÂÁÓÉÃ 

skills education contextualized for career pathways and preparation for post-secondary 

training.  

As employers are forced by the workforce shortage to hire more people with less experience, 

they are seeking more support and assistance with providing training on the job to provide 

ÅØÉÓÔÉÎÇ ÅÍÐÌÏÙÅÅÓ ×ÉÔÈ ÔÈÅ ÏÐÐÏÒÔÕÎÉÔÙ ÔÏ ÌÅÁÒÎ ÎÅ× ÓËÉÌÌÓȢ 4ÈÅ ÓÔÁÔÅȭÓ )ÎÃÕÍÂÅÎÔ 7ÏÒËÅÒ 

Training program helps provide employers with these training opportunities. 

-ÉÎÎÅÓÏÔÁȭÓ ÐÏÓÔ-secondary options are abundant and varied. These opportunities include 

traditional education; customized training; private training providers; all levels of credentialing; 

registered apprenticeships and other work-based learning options. With funding dedicated for 

ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÔÒÁÉÎÉÎÇȟ ÓÙÓÔÅÍ ÐÁÒÔÎÅÒÓ ÕÓÅ -ÉÎÎÅÓÏÔÁȭÓ ÆÅÄÅÒÁÌ ÁÎÄ ÓÔÁÔÅ ÔÒÁÉÎÉÎÇ ÒÅÓÏÕÒÃÅÓȟ 

ÉÎÃÌÕÄÉÎÇ ÔÈÅ ÓÔÁÔÅȭÓ ÇÅÎÅÒÁÌ ÁÎÄ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ &ÕÎÄȟ ×ÈÉÃÈ ÈÅÌÐÓ ÒÅÔÒÁÉÎ ÄÉÓÌÏÃÁÔÅÄ 

workers and has funded career pathways programing, increasing the access through 
community-based organizations who serve targeted populations and returning veterans.  

All core programs participate in training services, as allowed by their federal title rules and 

regulations. Title I-B and Title IV programs support Youth, Adult, Dislocated Workers and 

individuals with disabilities, often coordinated with state funding and other community-based 

services to ensure successful alignment and outcomes of educational and employment goals. 

TÉÔÌÅ )) ÐÒÏÖÉÄÅÓ ÓÅÒÖÉÃÅÓ ÔÏ -ÉÎÎÅÓÏÔÁȭÓ ÍÏÓÔ ÄÉÖÅÒÓÅ ÐÏÐÕÌÁÔÉÏÎ ÏÆ ÁÎÙ ÐÌÁÎ ÐÁÒÔÎÅÒ ÁÎÄ ÐÌÁÙÓ Á 

strategic role in basic skills attainment and preparation for postsecondary education. Title III, 

×ÈÉÃÈ ÄÏÅÓÎȭÔ ÁÌÌÏ× ÆÏÒ ÏÃÃÕÐÁÔÉÏÎÁÌ ÔÒÁÉÎÉÎÇ ÁÃÔÉÖÉÔÉÅÓȟ ÏÆÔen serves  as a first point of entry for 

the referral process for low income adults, Dislocated Workers and other targeted 

populations.  Additionally, other Titles and UI refer customers to the career planning services 

offered by Title III. 

As allowed by their federal title rules and regulations, partners in the Combined State Plan 

participate in the provision of training services. Most of these programs have greater 

restrictions on the provision of training services, but provide the opportunity for co-enrollment 

and greater reliance on more traditional sources of financial aid for college or other 

opportunities. Postsecondary Perkins, as a non-direct service provider, is more embedded in the 

design of postsecondary education, supporting the development of new education and training 

for emerging occupations and emphasizing nontraditional occupations, to name a few aspects of 

their role.  

Business Services ɂ -ÉÎÎÅÓÏÔÁȭÓ 7)/! 0ÌÁÎ ÃÏÎÔÉÎÕÅÓ ÅÍÐÈÁÓÉÓ  on  providing services to 

businesses and has developed performance metrics for these activities.  The primary service 

ÐÒÏÖÉÄÅÄ ÔÏ ÅÍÐÌÏÙÅÒÓ ÉÓ ÔÏ ÈÅÌÐ ÔÈÅÍ ÆÉÎÄ ×ÏÒËÅÒÓȢ -ÉÎÎÅÓÏÔÁ7ÏÒËÓȢÎÅÔȟ ÔÈÅ ÓÔÁÔÅȭÓ ÏÎÌÉÎÅ ÊÏÂ 

bank, allows businesses to post openings with no fee. At any given time, it has more than 75,000 

job postings and more than 25,000 active resumes from job seekers and has the capacity for 

ÂÕÓÉÎÅÓÓÅÓ ÔÏ ÂÅ ÒÅÃÏÇÎÉÚÅÄ ÁÓ ȰÖÅÔÅÒÁÎ ÆÒÉÅÎÄÌÙȱȟ ÓÕÐÐÏÒÔÉÎÇ ÃÉÖÉÌÉÁÎ ×ÏÒËÆÏÒÃÅ ÒÅ-entry for 

Minnesota veterans.  

The state and its partners assist with recruiting and other workforce planning strategies, such 

as training or skill assessments and labor market information so employers understand 

competitive factors impacting their ability to attract and retain a highly skilled workforce. All 

core programs participate and benefit from business services activities.  

Although Title III provides a strong basis for all business services activities, all of the other core 

programs utilize and coordinate resources to support this activity. Title I-B programs utilize this 
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information and engage in supplemental activities such as focus groups and specialized career 

fairs to engage employers and inform the local boards. Title II business services activities serves 

to inform curriculum context and direction, to ensure that the basic education being provided 

serves a broader need of those needing or seeking more immediate employment. Title IV also 

has business outreach staff to support and promote expanding opportunities for individuals 

with disabilities.  

All other Combined State Plan partners benefit in similar ways from the business services 

activities. Some of these programs, like postsecondary Perkins V, have business engagement 

requirements that assist them with program planning and other aspects of training 

development. Minnesota also has had great success with the veterans program and strategies 

that tap into the business services activities. All optional partners have connections to the One-

3ÔÏÐ ÓÙÓÔÅÍȭÓ ÃÁÒÅÅÒ ÓÅÒÖÉÃÅÓȟ ÔÒÁÉÎÉÎÇ ÓÅÒÖÉÃÅÓȟ ÁÎÄ ÂÕÓÉÎÅÓÓ ÓÅÒÖÉÃÅÓ ÔÈÒÏÕÇÈ Á ÖÁÒÉÅÔÙ ÏÆ 

options. These options include co-location, sharing recruitment information, participating in 

referral networks, and participating in strategy or service-related activities. These options are 

designed based on regional presence and access to the services. 

Minnesota has worked to enhance focus on business and industry. Employer Navigator duties 

have been assigned to specific staff at all CareerForce locations. These staff are adept at working 

with business to meet workforce needs.  Regional Workforce Strategy Consultants and Veteran 

3ÅÒÖÉÃÅȭÓ ,6%23ȟ ÂÏÔÈ ÄÅÓÃÒÉÂÅÄ ÉÎ ÇÒÅÁÔÅÒ ÄÅÔÁÉÌ ÌÁÔÅÒ ÉÎ ÔÈÉÓ ÎÁÒÒÁÔÉÖÅȟ ÁÌÓÏ ÓÅÒÖÅ ÁÓ ÒÅÓÏÕÒÃÅÓ 

to employers. The Minnesota Department of Employment and Economic Development (DEED) 

has formed an internal committee to streamline employer services as well as interdepartmental 

committees with a charge of workforce system alignment.  

B. THE STRENGTHS AND WEAKNESSES OF WORKFORCE DEVELOPMENT ACTIVITIES.  

Provide an analysis of the strengths and weaknesses of the workforce development activities 

identified in (A), directly above. 

-ÉÎÎÅÓÏÔÁȭÓ ÓÔÒÅÎÇÔÈÓ ÁÎÄ ×ÅÁËÎÅÓÓÅÓ ÁÎÁÌÙÓÉÓ ÏÆ ÔÈÅ ÁÃÔÉÖÉÔÉÅÓ ÐÒÏÖÉÄÅÄ ÕÎÄÅÒ 7)/! ×ÉÌÌ ÂÅ 

looked at through the lens of a career pathways system and how the six elements identify and 

support the gap analysis of what the current system offers and what the future system needs to 

deliver. 

Career Services Strengths: 

¶ From entry into the system through One-Stops, to the partnerships with community-
based organizations, customers receive career services that are regional or localized to 

individual labor markets. This is achieved through constant input from regional and 

local employers through employer engagement and cross-sector partnerships 

developed primarily through the work of the local workforce development boards.  

¶ -ÉÎÎÅÓÏÔÁȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÐÒÏÖÉÄÅÒÓ ÁÌÓÏ ÒÅÐÒÅÓÅÎÔ ÔÈÅ ÇÒÏ×ÉÎÇ 
ÄÉÖÅÒÓÉÔÙ ÏÆ ÏÕÒ ÓÔÁÔÅȭÓ ÐÏÐÕÌÁÔÉÏÎȟ ×ÉÔÈ ÃÏÍÍÕÎÉÔÙ ÅÎÇÁÇÅÍÅÎÔ ÂÙ ÌÏÃÁÌ ÐÒÏÖÉÄÅÒÓ 

enhancing and expanding services to assist with target populations experiencing 

disparate outcomes based on race, disability, gender or disconnected youth. The 

employer and community engagement also contribute to the customer-focused design, 

offering individualized or culturally -appropriate approaches. Community engagement 

efforts in the state have been led primarily by community based organizations with 

experience working with communities facing systemic barriers to employment. 
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¶ Minnesota also oversees several key workforce development programs that seek to 

ÁÄÄÒÅÓÓ ÔÈÅ ÓÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ ÄÉÓÐÁÒÉÔÉÅÓ ÉÎÃluding:  

o Competitive Grants: Competitive grant programs support nonprofit 

organizations that provide business assistance to targeted groups including 

women, People of Color, indigenous people, rural residents, innovative startups, 

entrepreneurs, inventors and people with disabilities.  

o Pathways to Prosperity: The program uses a career pathway design in meeting 

ÔÈÅ ÓËÉÌÌÓ ÎÅÅÄÓ ÏÆ ÂÕÓÉÎÅÓÓÅÓ ÁÎÄ ÉÎÄÉÖÉÄÕÁÌÓȢ 4ÈÅ ÐÒÏÇÒÁÍȭÓ ÉÎÎÏÖÁÔÉÖÅ 

approach helps educationally under-prepared adults succeed in well-paying 

careers by integrating basic skills education and training in fields where these 

skills are in-demand.  

o 9ÏÕÔÈ ÁÔ 7ÏÒËȡ 0ÒÏÖÉÄÅÓ ÊÏÂ ÔÒÁÉÎÉÎÇ ÁÎÄ ÐÌÁÃÅÍÅÎÔ ÔÏ -ÉÎÎÅÓÏÔÁȭÓ ÙÏÕÔÈ 

population, in addition to access to networks and problem-solving skills, to 

support their long-term careers. 

o The CareerForce Partnership: The new CareerForce brand was developed 

through a partnership MAWB (representing the 16 local workforce boards), 

GWDB, and DEED. This unified brand, while continuing to be further developed 

and implemented, helps alleviate confusion around programs and services for 

employers and jobseekers. 

  

Career Services Weaknesses: 

A career pathways approach to Career Services presents several opportunities for improving 

our services.  

Career Services most significant weaknesses, which we are working to address, are: 

¶ &ÏÃÕÓ ÏÎ ÆÉÎÄÉÎÇ Á ÊÏÂ ÁÎÄ ÍÅÅÔÉÎÇ ÊÏÂ ÓÅÅËÅÒÓ Ȱ×ÈÅÒÅ ÔÈÅÙ ÁÒÅ ÁÔȱ ɀ we want to help 

people who need family sustaining employment to focus on finding a career pathway 

that best meets their interests and skills.  

¶ Need for greater focus on employers ɀ we want to develop tools that assist employers in 

tapping overlooked job seekers while we increase awareness of our services. We want 

to help all Minnesota meet their workforce needs, but many employers are not aware of 

our services.  

¶ Need for more diverse, culturally aware service ɀ the makeup of our staff and workforce 
development boards need to reflect the diverse populations we serve. We need greater 

outreach to populations experiencing disparities in education and employment 

outcomes.  

¶ MinnesotaWorks.net, the required federal labor exchange, is outdated and not 
integrated with CareerForceMN.com. This integration is a priority for state staff in 2020 

as it will help provide more seamless service online for career services and for 

employers.  

The strategies and actions for addressing these weaknesses in the system will be led by the 

regional partnerships and the local workforce development boards. Through the regional 

planning process, each region identifies in-demand occupations and specific populations 
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experiencing inequities in educational and employment outcomes, and then creates business-

led sector partnerships that provide the necessary input for the local boards to direct and guide 

the workforce development system investments in their region that contribute to the 

foundation of career services. 

System management approaches and tools are also needed to help monitor and measure the 

impact of new strategies and tools. There is no universal data collection system in Minnesota for 

all workforce development programs, particularly between federally funded and state funded, 

which contributes to cumbersome intake processes for service providers and can lead to delays 

in providing seamless services to customers. 

The strategies and actions for addressing these weaknesses in the system will be led by the 

GWDB and State Agencies that oversee the programs participating in the State Combined Plan. 

Minnesota continues to experience shifts in funding and resources. This, combined with 

expanding approaches to career services under WIOA, will require innovative approaches and 

stronger coordination of efforts through policy and program updates. Technology solutions 
through system management approaches will be key to bridging existing divides that exist 

within career services.  

  

Training Services Strengths: 

¶ !ÌÉÇÎÍÅÎÔ ×ÉÔÈ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙÓ ÍÏÄÅÌȡ -ÉÎÎÅÓÏÔÁȭÓ ÔÒÁÉÎÉÎÇ ÓÅÒÖÉÃÅÓ ÒÅÆÌÅÃÔ ÔÈÅ ËÅÙ 

elements of a career pathways system. Based on the BEST model from the state of 

Washington, Minnesota modeled its Pathways to Prosperity initiative on a career 

pathways approach. Pathways to Prosperity grants draw heavily upon employer and 

community engagement for identifying the initial career pathways and targeting specific 

populations.  The grants include person centered design and offer a career navigator to 

assist with coordinating supports required to elevate completion and employment rates, 

with an ultimate goal of a career and family sustaining wages. 

¶ Many of the career pathway projects have specifically addressed services for target 

populations experiencing disparate outcomes based on race, disability, gender or 

disconnected youth. . This work is aimed at creating better outcomes through more 

relevant approaches. It is based on MinnesÏÔÁȭÓ ÃÏÍÍÉÔÍÅÎÔ ÔÏ ÁÄÄÒÅÓÓ ÓÙÓÔÅÍÉÃ 

ÂÁÒÒÉÅÒÓ ÆÏÒ ÔÁÒÇÅÔÅÄ ÐÏÐÕÌÁÔÉÏÎÓ ÁÎÄ ÃÏÎÔÉÎÕÅÓ ÔÏ ÅÖÏÌÖÅ -ÉÎÎÅÓÏÔÁȭÓ Ô×Ï-year 

postsecondary education institutions and adult basic education also draw heavily on 

employer engagement to ensure curriculum and skill requirements remain relevant. 

This process is leveraged by multiple partners, such as the department of corrections, 

and serves a strong base for meeting the training needs of employers. 

¶ -ÉÎÎÅÓÏÔÁȭÓ 0ÁÔÈ×ÁÙÓ ÔÏ 0ÒÏÓÐÅÒÉÔÙ ÇÒÁÎÔÓ ÄÅÍÏÎÓÔÒÁÔÅ ÔÈÅ ÎÅÅÄ ÆÏÒ ÁÎÄ ÐÏÔential 
success of a person-centered design and approach. Success requires providing career 

navigators to assist with the coordination of support services and an alternative to 

ÓÃÈÅÄÕÌÉÎÇ ÁÎÄ ÉÎÓÔÒÕÃÔÉÏÎÁÌ ÁÐÐÒÏÁÃÈÅÓȢ -ÉÎÎÅÓÏÔÁȭÓ ÅØÐÅÒÉÅÎÃÅ ÉÍÐÌÅÍÅÎÔÉÎÇ 

Pathways to Prosperity and other career pathway initiatives, the state has gained a 

better understanding of how to broaden the scalability in moving the system statewide. 

This is one of, if not the most critical element for broader success of implementing WIOA 

and a career pathway system. 

¶ Minnesota also has strengths in the area of funding and resources. State, local and 
philanthropic support for workforce development makes a substantial contribution to 
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ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȢ 3ÔÒÏÎÇ ÐÅÒÆÏÒÍÁnce by the local boards and 

service providers has led to the awarding of WIA incentive funds and competitive 

grants; state appropriations that support additional youth services; services to 

individuals with disabilities; dislocated and incumbent workers; and adult basic 

education. Most of these resources augment the activities under WIOA. There are also 

significant resource coordination activities related to training activities, such as the 

Youth Practitioners Network, the local workforce development boards and efforts by 

CBO coalitions. 

¶ Activities have further support through changes or creation of new policy and 

programming development specific to career pathways projects serving low-income 

adult populations. Minnesota has strong working relationships between the agencies 

that oversee the WIOA titles and the Department of Human services, which oversees the 

TANF and SNAP E&T programs. Perkins V, also contributes to the policy discussions, 

through the mapping of career pathways and their understanding of articulation and 

matriculation needs to align with postsecondary institutional requirements. The 

majority of the special programming in career pathway pilots have included or required 

these types of partnerships which will contribute to policy and program changes. 

¶ These efforts also support work in the area of System Management, currently anchored, 
from a data perspective, within Workforce One. This system supports data management 

and sharing across WIOA titles I and IV; TANF and SNAP E&T, including all of the local 

partners delivering the related services. This system is also moving toward having 

participant documents stored electronically, streamlining administrative activities and 

monitoring. 

  

Training Services Weaknesses: 

Weaknesses in Training Services that we have identified include:  

¶ Room for improvement in coordination between K-12 and postsecondary education to 
provide accurate guidance to students and prepare them for in-demand occupations. 

¶ Need for broader recognition of the value of a range of education and training options, 
including work-based learning.  

¶ Better aligning the skills and interests of job seekers with approaches that meet their 

individual needs. This includes ensuring culturally relevant training and training for job 

seekers who have experienced significant workforce challenges.  

¶ Broader use of customer-focused services including coordination of housing, childcare, 

transportation and other support services. Unemployment Insurance funding, for 

example, can only cover an individual for up to 26 weeks but courses or programs that 

they could be helped by may last much longer than that funding. This may deter some 

individuals from participating in programs, while others may start a program but 

withdraw once UI funding ends. 

¶ Businesses on the state and local boards have indicated a need for more short-term 

ÐÒÏÇÒÁÍÍÉÎÇ ×ÈÅÒÅ ÉÎÄÉÖÉÄÕÁÌÓ ÃÁÎ ÓÅÌÅÃÔ ÆÒÏÍ Á ×ÉÄÅ ÖÁÒÉÅÔÙ ÏÆ ȰÓÔÁÃËÁÂÌÅȱ ÔÒÁÉÎÉÎÇ 

programs needed by their current employer or employers in the region, gradual and 

incremental benefits can be seen by those participating, and participants can eventually 
obtain industry-recognized credentials. 
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The strategies and actions for addressing these weaknesses in the system will be led by the 

regional partnerships and the local workforce development boards. Through the regional 

planning process, each region identifies in-demand occupations and specific populations 

experiencing inequities in educational and employment outcomes, and then creates business-

led sector partnerships that provide the necessary input for the local boards to direct and guide 

the workforce development system investments in their region that contribute to the delivery of 

training services in a more accessible and usable way for populations experiencing inequities in 

educational and employment outcomes. 

Funding and resources strategies should also support developing new approaches to training 

services. Examples of needs in this area are the small number of career counselors in high 

schools, serving youth who do not finish high school or connect to postsecondary education, and 

serving students requiring additional education prior to starting a postsecondary field of study.. 

4ÈÒÏÕÇÈ ÂÅÔÔÅÒ ÁÌÉÇÎÍÅÎÔȟ ÐÒÏÇÒÁÍÓ ÁÎÄ ÐÏÌÉÃÉÅÓ ÃÁÎ ÇÕÉÄÅ ÃÈÁÎÇÅÓ ÉÎ ÔÈÅ ÓÙÓÔÅÍȭÓ ÁÐÐÒÏÁÃÈ ÔÏ 

education and life-long learning.  

Improving system management will require a coordinated effort of state agencies, state agency 

boards, local workforce development and school boards, and service providers across the 

system. Stemming from a shared vision and an understanding of outcomes and common 

measures, efforts need to focus on developing better approaches to measuring system processes 

and outcomes that validate a career pathway system and support the needs of a high-quality 

workforce.  

The strategies and actions for addressing these weaknesses in the system will be led by the 

GWDB and State Agencies that oversee the programs participating in the State Combined Plan. 

Minnesota continues to experience shifts in funding and resources. This, combined with 

expanding approaches to training services under WIOA, will require innovative approaches and 

stronger coordination of efforts through policy and program updates. Minnesota is fast 

becoming a State funding dominated system in relation to federal funding for workforce 

development and the associated programs in the Combined Plan. This phenomenon will require 

a thoughtful approach to charting the future of workforce development in Minnesota. 

  

Business Services Strengths: 

Strengths in Business Services that we have identified include: 

¶ Incumbent Worker and On-the-Job training programs are heavily sought after by 
employers. 

¶ Employer-led sector initiatives are leading innovative efforts across the state, 
particularly those focused on a particular local area or region. 

¶ Ongoing growth of community engagement activities to work with employers to address 
employment and economic disparities, as well as workshops and developing other 

resources for employers to engage with communities often seeing the greatest 

disparities. 

¶ Local board staff have deep connections with businesses in their areas. 

  

Business Services Weaknesses: 
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The following Business Services weaknesses were identified: 

¶ One-on-one services and consultations for businesses would be useful in helping 

businesses navigate the services available. 

¶ Employer engagement is occurring, but could be done in a far more purposeful and 

targeted way. Employer outreach could be more effective in raising awareness or 

dispelling misperceptions about services and programs available. 

¶ Need for a better connection with economic development. Online resources for 
employers need further development, while the MinnesotaWorks.net labor exchange 

needs updating. The relationship between MinnesotaWorks.net and the 

CareerForceMN.com platform is unclear to some. 

¶ Smaller employers might find the system of programs and services difficult to navigate, 
while the duration of many programs might be more difficult for smaller or newer 

businesses to plan around (while larger and/or more established employers have more 

predictable funding and resources available). 

  

The GWDB and State Agencies will work to develop more tools and materials for businesses, 

while DEED and the GWDB will be exploring more opportunities for workforce development 

and economic development efforts to be aligned.  The integration of content between 

MinnesotaWorks.net and the online CareerForce platform will also be addressed. GWDB staff 

will convene members of the GWDB from business to help focus efforts on the needs of industry. 

  

C. STATE WORKFORCE DEVELOPMENT CAPACITY  

Provide an analysis of the capacity of State entities to provide the workforce development 

activities identified in (A) above.  

$%%$ȭÓ ÐÒÏÇÒÁÍÓ ÁÎÄ ÓÅÒÖÉÃÅÓ ÁÒÅ ÄÅÌÉÖÅÒÅÄ ÔÈÒÏÕÇÈ ÏÕÒ υπ #ÁÒÅÅÒ&ÏÒÃÅ ÌÏÃÁÔÉÏÎÓȟ ÏÎÌÉÎÅ 

services and eligibility-based programs. DEED also partners with certified service providers, 

non-profits, and the Minnesota State college and universities system, and Adult Basic Education 

programs to deliver workforce development programs to all Minnesotans. 

Minnesota has a long history of successful participation in national and state initiatives to 

expand workforce development activities through cross-agency and systems collaboration. Here 

are just a few recent examples: 

¶ National Governors Association (NGA) Talent Pipeline Policy Academy is a cross-agency 
leadership team that is working to institute shared goals and strategies across the 

ÓÔÁÔÅȭÓ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ÔÒÁÉÎÉÎÇ ÐÉÐÅÌÉÎÅȢ 4ÈÅ '7$" ×ÁÓ ÒÅÓÐÏÎÓÉÂÌÅ ÆÏÒ ÃÏÎÖÅÎÉÎÇ 

meetings and coordinating the activities of the policy academy, with technical assistance 

provided by the NGA. The team members involved in the policy academy were 

instrumental in launching an ongoing committee of the GWDB, the Career Pathways 

Partnership (CPP).  

¶ Minnesota received a U.S. Department of Labor Workforce Innovation Fund (WIF) Grant 
to ensure that our public workforce system evolves to continue serving the needs of job 

seekers and businesses in innovative ways by delivering services more efficiently. 

-ÉÎÎÅÓÏÔÁȭÓ ÎÅ× ÏÎÌÉÎÅ ÐÌÁÔÆÏÒÍ ÏÆÆÅÒÓ Á ȰÎÏ ×ÒÏÎÇ ÄÏÏÒȱ ÁÐÐÒÏÁÃÈ ÔÏ ÃÕrated and 
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customized information for job seekers and employers, including digital connections to 

ensure warm hand-off of customers to service providers. 

¶ Minnesota received an Educate for Opportunity grant from the National Governors 

Association and Strata Education Network to support training initiatives for adult 

learning. The Minnesota team will receive technical assistance from NGA over the course 

of 18 months to refine their data-driven approaches to anticipating and meeting future 

workforce needs. 

Minnesota also has strong internal supports from offices that support workforce development 

activities through the dissemination of information or evaluation to guide decision-making. 

These include: 

¶ $%%$ȭÓ ,ÁÂÏÒ -ÁÒËÅÔ )ÎÆÏÒÍÁÔÉÏÎ /ÆÆÉÃÅ ÁÎÄ ÉÔÓ ÒÅÇÉÏÎÁÌ ÁÎÁÌÙsts continue to 

collaborate with local Workforce Boards, DEED staff, and others to provide data and 

analysis for grant applications, career information tools for customers, and meaningful 

analysis on the state and regional economies. 

¶ $%%$ȭÓ 0ÅÒÆÏÒÍÁÎÃÅ -ÁÎagement Office, which works throughout the agency to 

facilitate results-based accountability that is client-focused, impartial, and transparent. 

The office informs strategic direction by providing data-driven analysis and context to 

those who use, deliver, and fund the Minnesota economic and workforce development 

systems. 

  

[1]  Required one-stop partners: In addition to the core programs, the following partner 

programs are required to provide access through the one-stops: Career and Technical Education 

(Perkins), Community Services Block Grant, Indian and Native American programs, HUD 

%ÍÐÌÏÙÍÅÎÔ ÁÎÄ 4ÒÁÉÎÉÎÇ ÐÒÏÇÒÁÍÓȟ *ÏÂ #ÏÒÐÓȟ ,ÏÃÁÌ 6ÅÔÅÒÁÎÓȭ %ÍÐÌÏÙÍÅÎÔ 2ÅÐÒÅÓÅÎÔÁÔÉÖÅÓ 

ÁÎÄ $ÉÓÁÂÌÅÄ 6ÅÔÅÒÁÎÓȭ /ÕÔÒÅÁÃÈ 0ÒÏÇÒÁÍȟ .ÁÔÉÏÎÁÌ &ÁÒÍ×ÏÒËÅÒ Jobs program, Senior 

Community Service Employment program, Temporary Assistance for Needy Families (TANF) 

(unless the Governor determines TANF Page 35 will not be a required partner), Trade 

Adjustment Assistance programs, Unemployment Compensation programs, and YouthBuild. 

[2]  Populations experiencing disparities based on race, disability, gender, or being a 

disconnected youth. 

B. STATE STRATEGIC VISION AND GOALS 

B. STATE STRATEGIC VISION AND GOALS. 

The Unified or Combined State 0ÌÁÎ ÍÕÓÔ ÉÎÃÌÕÄÅ ÔÈÅ 3ÔÁÔÅȭÓ ÓÔÒÁÔÅÇÉÃ ÖÉÓÉÏÎ ÁÎÄ ÇÏÁÌÓ ÆÏÒ 

developing its workforce and meeting employer needs in order to support economic growth and 

economic self-sufficiency. This must include 

1. VISION 

$ÅÓÃÒÉÂÅ ÔÈÅ 3ÔÁÔÅȭÓ ÓÔÒÁÔÅÇÉÃ ÖÉÓÉÏÎ ÆÏÒ ÉÔÓ ×orkforce development system. 

!Ó ÄÅÓÃÒÉÂÅÄ ÉÎ ÔÈÅ ÅÃÏÎÏÍÉÃ ÁÎÄ ×ÏÒËÆÏÒÃÅ ÁÎÁÌÙÓÉÓ ÁÂÏÖÅȟ -ÉÎÎÅÓÏÔÁȭÓ ÆÕÔÕÒÅ ÅÃÏÎÏÍÉÃ 

prosperity requires a workforce development system that provides greater employment 

opportunity for those experiencing barriers to employment and meets the skill needs of 

employers. As our state faces the reality of a shrinking and diversifying labor force, along with 

currently low unemployment rates, we must fully utilize the talents, skills, and experience of 



Page 51 

more people in the workforce. We ÎÅÅÄ ȰÁÌÌ ÈÁÎÄÓ ÏÎ ÄÅÃËȱ ÁÔ Á ÔÉÍÅ ×ÈÅÎ ×Å ÁÒÅ ÌÅÁÖÉÎÇ ÔÏÏ 

ÍÁÎÙ -ÉÎÎÅÓÏÔÁÎÓ ÂÅÈÉÎÄȢ -ÉÎÎÅÓÏÔÁȭÓ ςπςπ 7)/! 6ÉÓÉÏÎ ÒÅÍÁÉÎÓ ÕÎÃÈÁÎÇÅÄ ÆÒÏÍ ςπρψȢ  That 

vision continues to be supported by the programs and services of WIOA: 

Our vision for Minnesota is a healthy economy where every Minnesotan has meaningful 

employment and a family-sustaining wage, and where all employers are able to fill jobs in 

demand. 

Inherent in this vision is the reality that employment must be more than a job. Employment 

must have a career focus aimed at meeting the needs of both job seekers and employers. Our 

vision is for meaningful careers at higher wages for all Minnesotans including those who have 

faced significant challenges. Our vision focuses on placing people on the path to in-demand 

careers within growing industry sectors while paying attention to industry trends forecasting 

future growth.   We realize that progress toward this vision will rely on its alignment with the 

'ÏÖÅÒÎÏÒȭÓ ÐÒÉÏÒÉÔÉÅÓȟ ÁÔÔÅÎÔÉÏÎ ÔÏ ÔÈÅ ÃÈÁÎÇÉÎÇ ÎÅÅÄÓ ÏÆ ÊÏÂ Óeekers and employers, and well-

executed implementation strategies.  As we look to future modifications to the One Minnesota 
WIOA Combined State Plan, we see an opportunity to explore innovations in our workforce 

system in a number of areas: 

¶ Prioritizing Di versity, Inclusion, and Equity 

¶ Equitable Systems 

¶ Creating an Age-Friendly State 

¶ Preparing for Future of Work 

2. GOALS 

$ÅÓÃÒÉÂÅ ÔÈÅ ÇÏÁÌÓ ÆÏÒ ÁÃÈÉÅÖÉÎÇ ÔÈÉÓ ÖÉÓÉÏÎ ÂÁÓÅÄ ÏÎ ÔÈÅ ÁÂÏÖÅ ÁÎÁÌÙÓÉÓ ÏÆ ÔÈÅ 3ÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃ 

conditions, workforce, and workforce development activities. This must includeɂ 

A. GOALS FOR PREPARING AN EDUCATED AND SKILLED WORKFORCE, INCLUDING 

PREPARING YOUTH AND INDIVIDUALS WITH BARRIERS OF EMPLOYMENT[1]  AND OTHER 

POPULATIONS.[2]  

B. GOALS FOR MEETING THE SKILLED WORKFORCE NEEDS OF EMPLOYERS. 

)Î ÏÒÄÅÒ ÔÏ ÒÅÁÌÉÚÅ ÏÕÒ ÖÉÓÉÏÎ ÆÏÒ Á ÓÔÒÏÎÇÅÒ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍȟ -ÉÎÎÅÓÏÔÁȭÓ 7)/! 

Plan continues its focus on two primary goals: 

1. Reduce educational, skills training, and employment disparities based on race, disability, 

gender, or disconnected youth. 

2. Build employer-led industry sector partnerships that expand the talent pipeline to be 

inclusive of race, disability, gender, and age to meet industry demands for a skilled workforce. 

Minnesota is committed to addressing the needs of individuals who have faced challenges to 

employment by identifying the disparities based on the data presented in this plan. Regardless 

-ÉÎÎÅÓÏÔÁȭÓ ÏÎÇÏÉÎÇ ÔÉÇÈÔ ÌÁÂÏÒ ÍÁÒËÅÔ ÁÎÄ ÅØÔÒÅÍÅÌÙ ÌÏ× ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅÓ ÏÖÅÒÁÌÌȟ ÔÈÅÒÅ 

are populations experienciÎÇ Ô×Ï ÔÏ ÔÈÒÅÅ ÔÉÍÅÓ ÔÈÅ ÁÖÅÒÁÇÅ ÕÎÅÍÐÌÏÙÍÅÎÔ ÒÁÔÅȢ -ÉÎÎÅÓÏÔÁȭÓ 

will continue to address the disparity gaps within targeted populations to improve outcomes of 

education attainment and employment outcomes. As outlined in plan modifications in 2018, 

Minnesota chose to include gender as an additional focus to reduce workforce disparities. This 

addition was based on community input as well as workforce and economic analysis. Minnesota 



Page 52 

recognizes that these target populations are not unique but intersect and that it is often at these 

intersections where disparities in outcomes are the greatest. 

Additionally, through the business-led sector partnerships, a greater focus will be placed on 

access to career opportunities for disparately impacted populations as included in goal 2 For the 

One Minnesota 2020 WIOA State Plan, age has been added to our list.  Governor Walz has 

prioritized making Minnesota an Age-Friendly state. There are one million older adults in 

Minnesota and that figure is growing rapidly. In 2020, the number of older adults in Minnesota 

over age 65 will exceed the number of children under age 18. Employment is one of the 

challenges that many older adults face. Many older adults want to stay in the workforce, 

volunteer, and give back to their communitiÅÓȢ 'ÉÖÅÎ -ÉÎÎÅÓÏÔÁȭÓ ÔÉÇÈÔ ÌÁÂÏÒ ÍÁÒËÅÔȟ ÅÍÐÌÏÙÅÒÓ 

stand to benefit from the skills and expertise of older workers.   

The career pathways system is grounded through the vision and goals of this plan. The 

commitment to career pathways is evident at multiple levels; state, regional, and local areas. 

Minnesota continues to build upon our experience to develop strategies beyond our local areas 
to become embedded throughout the six established regions within the state. Each of the six 

regions within Minnesota have approved regional plans and strategies to support the goals of 

our state plan. These plans build upon existing career pathways with a focus on serving 

individuals with the greatest barriers to employment. The plans identify a minimum of two 

industry sectors to establish or develop additional capacity through employer-led partnerships. 

Less than two years has passed since the regional plans have been approved but all six regions 

have demonstrated significant progress. The regions have developed a regional governance 

structure, made significant progress in their community outreach, established employer-led 

partnerships and are in the process of developing career pathways models to meet the needs of 

the individuals served and establishing benchmarks to measÕÒÅ ÔÈÅÉÒ ÏÕÔÃÏÍÅÓȢ -ÉÎÎÅÓÏÔÁȭÓ 

state investment ($35M) in the equity grants in 2016 and its subsequent investment in 

successor grants provides further investment for training for youth, communities of color, and 

individuals with other barriers to employmeÎÔȢ -ÉÎÎÅÓÏÔÁȭÓ ÖÉÓÉÏÎ ÔÏ ÍÅÅÔ ÔÈÅ ÎÅÅÄÓ ÏÆ ÔÈÅÓÅ 

individuals as well as the needs of industry will be our goals for the next four years. In 2016, the 

GWDB adopted this plan as their four year strategic plan. The board has established two 

additional standing committees to address and identify strategies, policies and oversight to 

support the goals. The Racial Equity and Disability Equity Committees represent board 

members and stakeholders at state, regional and local levels. The GWDB continues to provide 

oversight, technical assistance, and communication around best practices within the regional 

plans. 

Over the past two years the Career Pathways Partnership completed extensive research around 

career pathways models, policies to support a career pathways system, and submitted 

recommendations to the GWDB. This committee relies heavily on the private sector members of 

the board all of whom represent key industry sectors and representative of the six regions. 

These private sector leaders are core to the development of industry recognized credentials, 

supporting career pathways, offering work-based learning experiences and identify gaps within 
their sectors and regions of the state. The identification of industry sectors in the six regions 

requires strong partnerships and understanding of their communities and industries. 

The GWDB has made it a priority to address gender opportunity gaps. Workforce participation 

by gender in some of the industry sectors identify significant gaps. Addressing these gaps and 

focusing on populations with the greatest barriers will continue to move individuals forward to 

earning a family sustaining wage. Developing strategies that address these gaps will include 

intentionality and focus around race, disability, disconnected youth, and gender. Additionally, 
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the workforce development system should be helping to ensure that environments where 

services for job seekers are provided, along with the workplaces that they are being placed into, 

are welcoming of all gender identities. 

The six regions are instrumental in the implementation of strategies while informing the GWDB 

and the respective committees of their challenges and successes. Together they will identify 

best practices, examine the barriers and collectively make recommendations for solutions 

toward achieving our goals. Over the next two years the priorities will continue to focus on 

developing career pathways based on building the competencies and skills needed to fill 

occupations in demand within our growing sectors. The priority will be focused on developing 

industry recognized credentials that move individuals along a career path that fulfills the 

demands of industry while providing opportunity for employment and livable wages. Minnesota 

will continue to focus on industry sectors in; construction, health care, manufacturing, natural 

resources and professional and business services. These sectors have multiple occupations that 

allow individuals to continue to develop their skills while moving out of poverty into livable 

wage occupations. 

The combined state plan partners are instrumental in identifying and leveraging resources to 

support these innovative approaches at local and regional levels. The health care sector across 

the state and their partnerships, have developed training models (Career Pathways) that 

support individuals at all levels but also developed the training that allow for individuals to get 

off and on the "ramps" to skill development which lead to credential and/or degree attainment. 

The CPP membership represents all partners of this combined plan with three sub- groups 

being led by Adult Basic Education, CTE, DLI, and Dept. of Human Services (TANF/Snap E & T). 

In addition, community-based organizations play a major role by identifying the needs of their 

communities whether it be transportation, childcare, housing, remedial education or ESL, or 

culture differences. This partnership is able to identify the needs of all individuals served 

through the program partners but also opportunities for incumbent workers whom provide 

opportunities for entry level positions for someone entering the workforce. A successful career 

pathway model allows for individuals, even out of school youth, to move into employment, 

receive the necessary training leading to credential attainment, receive support services, and 

provide future opportunity for forward growth in other occupations by building on previous 

experience and credentials. This partnership supported by the GWDB is one example of 

supporting this plan in addition to sector partnerships and regional partnerships being 

established through the six regional plans. To ensure alignment, transparency, and progress, the 

GWDB will be holding meetings or workshops for members representing business to better 

establish policies and directions moving forward. Additionally, the GWDB utilizes each of its full 

ÂÏÁÒÄ ÍÅÅÔÉÎÇÓ ÔÏ ÈÁÖÅ ÄÉÓÃÕÓÓÉÏÎÓ ÔÈÁÔ ÁÒÅ ÓÙÎÔÈÅÓÉÚÅÄ ÉÎÔÏ Á ÍÅÍÏ ÁÎÄ ÓÅÎÔ ÔÏ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 

Office to advise the governor on a particular topic or issues. 

  

3. PERFORMANCE GOALS. 

Using the table provided in Appendix 1, include the State's expected levels of performance 

relating to the performance accountability measures based on primary indicators of 

performance described in section 116(b)(2)(A) of WIOA. (This Strategic Planning element only 

applies to core programs.) 

Effectiveness in Serving Employers  
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4ÈÅ 53$/, ÒÅÑÕÉÒÅÓ ÕÓ ÔÏ ÒÅÐÏÒÔ ÏÎ ÔÈÅ Ȱ%ÆÆÅÃÔÉÖÅÎÅÓÓ ÆÏÒ 3ÅÒÖÉÎÇ %ÍÐÌÏÙÅÒÓȱ ÁÎÎÕÁÌÌÙȢ "ÅÌÏ×ȟ 

find the final numbers SFY 2019 (or WIOA Program Year 2018) that we supplied in our WIOA 

Annual Report Narrative. 

Employer Services Establishment Count 

PY18 

Establishment Count 

PY17 

1. Employer Information and Support 

Services 

3,070 2,464 

2. Workforce Recruitment Assistance 8,546 8,819 

3. Strategic Planning/Econ Devt Activities 240 736 

4. Untapped Labor Pools Activities 372 163 

5. Training Services 160 152 

5b. Incumbent Worker Training Services 148 73 

6. Rapid Response/Business Downsizing 

Assistance 

188 121 

6b. Planning Layoff Response 26 25 

      

Employer Penetration 6.4% 6.7% 

Total (De-duplicated) 11,510 11,646 

QCEW (2018 Q1) 179,665 173,534 

      

Retention with Same Employer 56.8% 58.0% 

Same employer Q2 Q4 16,133 5,781 

Employed Q2 28,389 9,962 

  

4. ASSESSMENT. 

Describe how the State will assess the overall effectiveness of the workforce development 

system in the State in relation to the strategic vision and goals stated above in sections (b)(1), 

(2), and (3) and how it will use the results of this assessment and other feedback to make 

continuous or quality improvements. 

The performance goals are based on individuals with barriers to employment including 

-ÉÎÎÅÓÏÔÁȭÓ ÃÏÍÍÕÎÉÔÉÅÓ ÏÆ ÃÏÌÏÒȢ 5ÎÄÅÒ ÔÈÅ ÄÉÒÅÃÔÉÏÎ ÏÆ ÔÈÅ /ÐÅÒÁÔÉÏÎÓ #ÏÍÍÉÔÔÅÅ ÏÆ ÔÈÅ 

'7$"ȟ $%%$ȭÓ 0ÅÒÆÏÒÍÁÎce Management staff prepared a WIOA State Plan Dashboard to 

provide transparency and accountability towards its state plan goals; 

https://mn.gov/deed/performance . This dashboard includes information on activities and 

employment outcomes by program, year, and participant demographics and is sortable by 

program, program year, state region, gender and disability status. For example, sorting for all 

programs and state regions for all genders and disability levels, 69.4% of all program 

participants, 57% of all American Indian/Alaska Native participants, 72% of all Asian 

https://mn.gov/deed/about/what-we-do/agency-results/perform-measures/
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participants, 71% of all Black participants, 70% of all Hispanic/Latino participants, 70% of all 

White participants and 62% of all multi-race/unidentified race or ethnic group were employed 

in the 2nd quarter. 

This dashboard shows program activities and employment outcomes by program, by year, and 

by a variety of participant demographics. It includes participants who have exited WIOA Title I, 

III and IV programs. The dashboard also shows progress towards developing and maintaining 

Industry Sector Partnerships across the state.  

As detailed in this State Plan narrative regarding coordination with State Plan programs, the 

WIOA Implementation Team will meet on an ongoing basis to review One Minnesota WIOA 

State Plan execution. That Team will be charged with creating assessment plans related to the 

State Plan vision, mission, goals, and strategies. The Team will present and evaluate data and 

determine strategies for quality and continuous improvement. The work of this Team will be 

informed by performance data collected through individual WIOA and combined programs, 

community engagement input, and input from MAWB and the GWDB. In quarterly presentations 
to the GWDB Operations Committee, the Team will discuss assessment results relative to the 

overall workforce development system. 

-ÉÎÎÅÓÏÔÁȭÓ $ÅÐÁÒÔÍÅÎÔ ÏÆ -ÁÎÁÇÅÍÅÎÔ Ǫ "ÕÄÇÅÔ ÓÕÐÐÏÒÔÓ ÓÔÁÔÅ ÁÇÅÎÃÉÅÓ ×ÉÔÈ ÔÈÅ 

implementation of Results Based Accountability (RBA) to evaluation and improvement of state 

services and outcomes. MMB staff served as facilitators of several sub-committee, including 

members of the GWDB, local boards and stakeholders from across the system, charged with the 

development of the dashboard to ensure a transparency and sensitivity to the various 

challenges faced by targeted populations. 

DEED has received national inquiries about its WIOA State Plan Dashboard, including a 

presentation to the NASWA Equal Opportunity Committee meeting in 2018.   

[1]  Individuals with barriers to employment include displaced homemakers; low-income 

individuals; Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities, 

including youth who are individuals with disabilities; older individuals; ex-offenders; homeless 

individuals, or homeless children and youths; youth who are in or have aged out of the foster 

care system; individuals who are English language learners, individuals who have low levels of 

literacy, and individuals facing substantial cultural barriers; eligible migrant and seasonal 

farmworkers (as defined at section 167(i) of WIOA and Training and Employment Guidance 

Letter No. 35-14); individuals within 2 years of exhausting lifetime eligibility under the 

Temporary Assistance for Needy Families Program; single parents (including single pregnant 

women); and long-term unemployed individuals. 

  

[2]  Veterans, unemployed workers, and youth and any other populations identified by the 

State.        

C. STATE STRATEGY 

C. STATE STRATEGY. 

The Unified or Combined State Plan must include the State's strategies to achieve its strategic 

ÖÉÓÉÏÎ ÁÎÄ ÇÏÁÌÓȢ 4ÈÅÓÅ ÓÔÒÁÔÅÇÉÅÓ ÍÕÓÔ ÔÁËÅ ÉÎÔÏ ÁÃÃÏÕÎÔ ÔÈÅ 3ÔÁÔÅȭÓ ÅÃÏÎÏÍÉÃȟ ×orkforce, and 

workforce development, education and training activities and analysis provided in Section (a) 

above. Include discussion of specific strategies to address the needs of populations provided in 

Section (a). 
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1. DESCRIBE THE STRATEGIES THE STATE WILL IMPLEMENT, INCLUDING INDUSTRY OR 

SECTOR PARTNERSHIPS RELATED TO IN-DEMAND INDUSTRY SECTORS AND 

OCCUPATIONS AND CAREER PATHWAYS, AS REQUIRED BY WIOA SECTION 101(D)(3)(B), 

ɉ$ɊȢ Ȱ#!2%%2 0!4(7!9ȱ )3 $%&).%$ !4 7)/! 3%#4)/. σɉχɊ !.$ ).#,5$%3 

REGISTERED APPR%.4)#%3()0Ȣ Ȱ).-$%-!.$ ).$53429 3%#4/2 /2 /##50!4)/.ȱ )3 

DEFINED AT WIOA SECTION 3(23). 

As noted above, the One Minnesota Combined WIOA State Plan will continue its focus on two 

primary goals: 

1. Reduce educational, skills training, and employment disparities based on race, disability, 

gender, and disconnected youth to provide greater opportunity for all Minnesotans. 

2. Build employer-led industry sector partnerships that expand the talent pipeline to be 

inclusive of race, disability, gender, disconnected youth, and age to meet industry demand for a 

skilled workforce. 

Minnesota will seek to achieve these goals by continuing to build a robust career pathway 

system driven by six common elements of successful career pathways: 

1. Business Engagement 

2. Community Engagement 

3. Customer-Focused Design 

4. Funding and Resource Needs 

5. Policy and System Alignment 

6. System Management 

  

In 2016, the GWDB adopted the definition and six key elements of career pathways to define 

work in partnership with providers and funders.  This process has helped align WIOA and other 

Combined Plan partner resources with existing state and philanthropic resources that have 

been key drivers of career pathways programming.  Career pathways programming has 

continued to grow to best meet the unique situations of the populations being served. 

The following narrative lays out a high level overview of the strategies that Minnesota is 

pursuing as we make progress toward our goals. Between 2020 and 2022, we plan to evaluate 

our progress and incorporate appropriate revisions reflecting ongoing coordination and 

alignment work with workforce development partners. 

  

Strategic Element 1 - Business Engagement 

Create business-led sector partnerships to guide the development of career pathways in 

occupations in demand that support family sustaining wages 

Business engagement focuses on creating business-led sector partnerships that utilize the 7 

principles of Industry Partnerships, published by The National Fund for Workforce Solutions. 

Based on regularly updated regional Labor Market Information (LMI) data, each region 

develops sector partnerships that are businessɂled. The outcome of this effort is Career 

Pathway models that lay out a clear route to attaining jobs for occupations in demand that pay 
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family-sustaining wages. Components include identifying the demand for each occupation; 

establishing the technical skill requirements tied to a postsecondary credential that are 

recognized by the industry; and conducting an analysis of workforce make-up as it relates to 

employment levels of populations experiencing disparate impact. 

The primary responsibility for this strategy lies with the GWDB, local workforce development 

boards, within the regional plans, and DEED. 

  

Strategic Element 2 - Community Engagement  

Community engagement focuses on reaching out to communities experiencing inequalities in 

education and employment outcomes. In order to best design programs that meet their 

needs.  It also includes outreach to service providers to review current practices around existing 

career pathway programs funded by federal, state, private and philanthropic organizations. 

Minnesota has a diverse provider network with many community -based organizations offering 

specialized approaches to serving the populations experiencing inequities in education and 
employment outcomes, including communities of color, individuals with disabilities, 

disconnected youth and people experiencing homelessness. The priority is to develop a more 

coordinated and more inclusive support network among providers. 

The second area is to more fully engage communities experiencing disparate impact with 

educational and employment outcomes. This includes the tribal governments serving the seven 

Anishinaabe and four Dakota communities. Local Workforce Development Boards, within their 

respective regions, will be required to engage stakeholders in the development of their regional 

strategies and program development. DEED employs a Tribal Liaison who will assist local areas 

in outreach to Tribal nations. The outcome of this effort will be to build stronger connections 

with these communities and specialized service providers to increase access and improve 

outcomes for individuals who have experienced employment challenges. 

Additionally, gender opportunity gaps exist that hamper a robust talent pipeline for many of the 

sectors and occupations in demand that have been selected by the six regions. This impedes 

business growth and negatively impacts job seekers who need high quality information about 

the full array of family sustaining wage pathways available to them. Occupational segregation 

needs to be overcome to create the most robust talent pipeline available to all job seekers and 

employers. 

4ÈÅ ÓÔÁÔÅ ÆÕÎÄÅÄ 7ÏÍÅÎȭÓ %ÃÏÎÏÍÉÃ 3ÅÃÕÒÉÔÙ !ÃÔ ɉ7%3!Ɋȟ ÐÁÓÓÅÄ ÉÎ ςπρτȟ ÐÒÏÖÉÄÅÓ ÒÅÓÏÕÒÃÅÓ 

and support to address gender opportunity gaps. The Minnesota Legislature has continued 

appropriations for WESA grants in 2016, 2017, and 2019. Of women enrolled in WESA grants 

since their inception, 55% have been nonwhite.  

The primary responsibility for this strategy is the local boards within the six workforce 

development regions. The regional plans call for local boards to actively engage communities 

experiencing disparate impacts in education and employment outcomes; gender opportunity 

gaps; and to engage with service providers who have specialized skills in working with the 

identified populations. This engagement will play a role in strengthening services, connections 
among providers, and the accessibility of services for impacted populations. 

State agencies will provide data and other analysis to assist local boards with this process, 

providing demographic and programmatic information, as well as ensuring that all system 

providers are known by the local boards, as many funding efforts, particularly from direct 
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appropriations from the state legislature, have not been aligned specifically with the state, 

regional, or local workforce development plans. 

  

Strategic Element 3 - Customer-Focused Design 

Customer-focused design requires ongoing commitment to assessing and addressing the needs 

of businesses and job seekers.  This strategic element is directly tied to the first two elements: 

business and community engagement. Viewing the workforce development system from the 

lens of our customers enhances our ability to achieve greater success. Customer-focused design 

is also strategically important to improve services for communities experiencing disparities. 

Outcomes will continue to include more customer driven programming for job seekers needing 

ÍÕÌÔÉÐÌÅ ÓÅÒÖÉÃÅÓ ÁÎÄ ȰÏÎ-ÒÁÍÐÓȱ ÔÏ ÂÅ ÓÕÃÃÅÓÓÆÕÌ ÁÎÄ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙ ÏÐÐÏÒÔÕÎÉÔÉÅÓ ÂÁÓÅÄ ÏÎ 

needs of employers. 

The primary responsibility for this strategy will be coordinated by the state board in 

partnership with the state agencies and the local boards. Existing practices of current career 

pathway initiatives will be reviewed and assessed for successful elements that can be replicated 

and brought to scale. These efforts will contribute to establishing a framework that allows for 

regional and local flexibility, based on available resources and partners to deliver services. 

4ÈÉÓ 3ÔÒÁÔÅÇÉÃ %ÌÅÍÅÎÔ ×ÉÌÌ ÂÕÉÌÄ ÕÐÏÎ ÔÈÅ ÅÆÆÏÒÔÓ ÁÌÒÅÁÄÙ ÕÎÄÅÒ×ÁÙ ÔÈÒÏÕÇÈ ÔÈÅ ÓÔÁÔÅȭÓ 

Pathways to Prosperity program, which in SFY 2020-21 will provide nearly $11 million in 

grants to career pathways partnerships putting job seekers with barriers to employment on the 

path to high-demand careers with training and employer-valued credentials. 

  

Strategic Element 4 - Funding and Resource Needs 

-ÉÎÎÅÓÏÔÁȭÓ ÅØÉÓÔÉÎÇ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙ ÐÒÏÇÒÁÍÓ ÁÎÄ ÉÎÉÔÉÁÔÉÖÅÓ ÁÒÅ ÆÕÎÄÅÄ ÁÎÄ ÓÕÐÐÏÒÔÅÄ ÂÙ Á 

variety of federal, state and philanthropic resources. As funding and resources have expanded 

and brought new opportunities to service providers and job seekers, so has the broadening of 

career pathway approaches. Minnesota reviews and assesses various models to disseminate 

best practices.  The outcome from this effort will result in more efficient use of resources and an 

understanding of the resources needed for continued development of the system that achieves 

our vision and goals of this plan. 

  

Strategic Element 5 - Policy and System Alignment  

Minnesota recognizes the need to continue adapting state and local policies and the potential 

need for federal waivers to better align our career pathway system around equity and economic 

employment demand. The outcome of these efforts include stronger alignment of system 

components and more efficient use of resources, especially performance and outcome metrics. 

Alignment work across secondary education, postsecondary education, state agencies involved 

in WIOA programs, and the local administrators and providers is ongoing since the initial 

passage of WIOA. 

The primary responsibility for this strategy is with the state agencies. Policy and program 
alignment strategies is coordinated by each agency responsible for specific programs, as is 

coordination with the local boards and system partners. The GWDB and staff will support 
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efforts for federal and state legislative rule changes, waivers, or system policy changes that help 

ensure compliance, continuous improvement, and measurable results. 

This Strategic Element will build upon the efforts already underway between DEED and local 

workforce board leaders, who have been meeting monthly to redesign system program policy. 

Beginning in 2020, the GWDB will be utilizing task forces to hone in on a narrower issue or set 

of issues where specific deliverables can be identified, developed, and assessed. 

  

Strategic Element 6 - System Management  

Develop an approach that supports the common measures and work of all system partners, 

including interim measures and end measures. 

Minnesota created a WIOA State Plan Dashboard to provide transparency and accountability 

toward two goals ɀ reducing educational, skills training and employment disparities based on 

race, disability, disconnected youth or gender, and building employer-led industry sector 

partnerships. Through routine updates, the dashboard displays regional outcomes and allows 
users to filter by race and ethnic group, gender, and disability status. 

The primary responsibility for this strategy is with the state board, in coordination with the 

state agencies and local boards. The state board oversaw the development and overall approach 

to the benchmarking system. State agencies and local boards will also support how the metrics 

are developed and applied within the regions and how the regional goals will be established and 

reported. 

  

2. DESCRIBE THE STRATEGIES THE STATE WILL USE TO ALIGN THE CORE PROGRAMS, 

ANY COMBINED STATE PLAN PARTNER PROGRAMS INCLUDED IN THIS PLAN, REQUIRED 

AND OPTIONAL ONE-STOP PARTNER PROGRAMS, AND ANY OTHER RESOURCES 

AVAILABLE TO THE STATE TO ACHIEVE FULLY INTEGRATED CUSTOMER SERVICES 

CONSISTENT WITH THE STRATEGIC VISION AND GOALS DESCRIBED ABOVE. ALSO 

DESCRIBE STRATEGIES TO STRENGTHEN WORKFORCE DEVELOPMENT ACTIVITIES IN 

REGARD TO WEAKNESSES IDENTIFIED IN SECTION II(A)(2). 

Two key goals identified by the GWDB to support the foundation from which the Combined Plan 

builds upon are addressing the disparities gap within education and addressing the disparities 

gap within employment. GWDB staff and members will work with leaders from DEED and other 

agencies to either strengthen or identify resources needed to support the overall goals of this 

plan through existing programs or the development of new programming. In addition, the 

-ÉÎÎÅÓÏÔÁ ÓÔÁÔÅ ÌÅÇÉÓÌÁÔÕÒÅ ÒÅÑÕÉÒÅÓ $%%$ ÔÏ ÐÒÏÖÉÄÅ Á ȰÒÅÐÏÒÔ ÃÁÒÄȱ ÏÆ ÔÈÅ ÏÖÅÒÁÌÌ ÐÅÒÆÏÒÍÁÎÃÅ 

of state funded workforce initiatives which can be found at: https://mn.gov/deed/about/what -

we-do/agency-results/perform -measures/report-card.jsp. This report card also serves as a 

resources to make data-informed decisions on our performance and any policy 

recommendations or programming that result in better outcomes. 

In addition to the report card, the GWDB asked that program performance as it relates to the 

two existing (and now modified) state goals in the WIOA State Plan be monitored. This is done 

on the DEED website on the WIOA State Plan Dashboard: https://mn.gov/deed/about/what -

we-do/agency-results/perform -measures/wioa/ . 

https://mn.gov/deed/about/what-we-do/agency-results/perform-measures/report-card.jsp
https://mn.gov/deed/about/what-we-do/agency-results/perform-measures/report-card.jsp
https://mn.gov/deed/about/what-we-do/agency-results/perform-measures/wioa/
https://mn.gov/deed/about/what-we-do/agency-results/perform-measures/wioa/
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DEED, including the new leaders across the agency working in workforce development or for 

the GWDB, are committed to equity measures being at the forefront of the work needed to see a 

more cohesive workforce development system actualized. Every team across DEED has 

developed specific equity related goals as part of a new agency-wide performance management 

system rooted in the objectives and key results (OKR) model. Additionally, DEED has hired new 

staff for the Office of Economic Opportunity that will focus on needed system improvements 

relating to outreach, accessibility, and inclusion. The OEO team includes an American Indian 

Liaison that is working with teams across DEED to better improve relationships and 

partnerships with tribal nations and their workforce development entities. 

Broadly speaking, the equity goals at DEED cover four main themes: 

¶  

o Increasing awareness of programs to reduce geographic and other targeted 

disparities. 

o Increasing the number of program participants served from under-represented 

communities. 

o Addressing achievement gaps for low-income and at-risk populations. 

o )ÍÐÒÏÖÉÎÇ ÒÅÌÁÔÉÏÎÓÈÉÐ ÁÎÄ ÐÁÒÔÎÅÒÓÈÉÐ ×ÉÔÈ -ÉÎÎÅÓÏÔÁȭÓ ρρ ÔÒÉÂÁÌ ÎÁÔÉÏÎÓȢ 

Also at the state level, the members of the GWDB, MAWB, and DEED meet monthly to share best 

practices, progress on state, regional, and local plans, and discuss issues with regard to service 

delivery, resources, and any challenges with serving our customers. This venue provides an 

excellent opportunity to identify solutions and adjust strategies to meet our overall goals within 

the plan. DEED leadership and GWDB staff are also leading up regular meetings between 

program staff across agencies and monthly meetings between leadership at the agencies across 

the workforce development system. 

The full GWDB meets on a quarterly basis and makes recommendations to the Governor 

focusing on the vision, goals and strategies outlined in the plan and overall recommendations 

for the system. Additionally, the GWDB Career Pathways Partnership and GWDB Operations 

Committee dive deeper into the State Plan and state strategies on behalf of the full board. 

-ÉÎÎÅÓÏÔÁȭÓ ÃÏÍÍÏÎ ÄÁÔÁ ÔÒÁÃËÉÎÇ ÓÙÓÔÅÍȟ 7ÏÒËÆÏÒÃÅ /ÎÅȟ ÓÅÒÖÅÓ ÁÓ Á ÒÅÓÏÕÒÃÅ ÆÏÒ ÎÏÔ ÏÎÌÙ ÔÈÅ 

tracking of data but also used as a system which shares information between programs and 

identifies individuals whom may be co-ÅÎÒÏÌÌÅÄ ÉÎ ÓÅÖÅÒÁÌ ÐÒÏÇÒÁÍÓȢ $%%$ȭÓ ÓÔÁÆÆ ÓÅÒÖÅ ÁÓ 

support to all users of this system and also provide recommendations for system 

improvÅÍÅÎÔÓȢ 7ÏÒËÆÏÒÃÅ /ÎÅ ÉÓ -ÉÎÎÅÓÏÔÁȭÓ ÐÒÉÍÁÒÙ ÔÏÏÌ ÆÏÒ ÔÒÁÃËÉÎÇ ÐÒÏÇÒÁÍ ÐÁÒÔÉÃÉÐÁÎÔ 

data and MinnesotaWorks.net, our labor exchange, also tracks data. MinnesotaWorks.net tracks 

ÔÈÅ ÍÁÊÏÒÉÔÙ ÏÆ ÔÈÅ ÓÔÁÔÅȭÓ ÒÅÐÏÒÔÁÂÌÅ ÉÎÄÉÖÉÄÕÁÌ ÁÃÔÉÖÉÔÉÅÓȟ ÁÓ ×ÅÌÌ ÁÓ 4ÉÔÌÅ )II program 

participants and business services data. 

-ÉÎÎÅÓÏÔÁȭÓ ÃÏÒÅ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÐÁÒÔÎÅÒÓ ÈÁÖÅ Á ÌÏÎÇ ÁÎÄ ÐÒÏÄÕÃÔÉÖÅ ÈÉÓÔÏÒÙ ÏÆ 

collaboration, both across programs and between the state and local areas. The chief conveners 

ÏÆ -ÉÎÎÅÓÏÔÁȭÓ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÁÒÅ $%%$ ÁÎÄ ÔÈÅ '7$"Ȣ !Ó ÔÈÅ ÓÔÁÔÅȭÓ ÐÒÉÍÁÒÙ ×ÏÒËÆÏÒÃÅ 

development agency, DEED oversees and strives to align all Title I, III, and IV; TAA, Jobs for 

Veterans Grant, and the Senior Community Service Employment Programs (SCSEP). Since the 

adoption of WIOA, DEED has also deepened its partnership with MDE, which oversees Adult 

Basic Education. 
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The Office of Higher Education (OHE) Budget included $1 million for FY20-21 to support local 

partnership programs at Minnesota State Colleges and Universities.  These partnerships must 

be comprised of campuses and local businesses and may also include K-12 school districts, 

trade associations, local chambers of commerce, and economic development authorities. Funds 

must be used to develop new and accelerate existing employer-led workforce exposure 

programs, technical education pathway programs, dual-training programs, internships, youth 

skills training programs, and other industry-recognized programs in high-growth, high-demand 

industries. 

The state has also established a Diversity and Inclusion Council, which seeks to improve the 

recruiting and retention of state employees from diverse backgrounds; improve the contracting 

process for businesses owned by Minnesotans from diverse backgrounds; and promote civic 

engagement for residents of Minnesota. The Council and its committees are tasked with 

identifying best practices, developing a legislative agenda and moving forward with an 

enterpriseɂwide diversity and inclusion strategic plan. Additionally, a statewide council on 

ÁÇÉÎÇȟ ÔÏ ÐÒÏÍÏÔÅ -ÉÎÎÅÓÏÔÁ ÂÅÃÏÍÉÎÇ ÁÎ ȰÁÇÅ ÆÒÉÅÎÄÌÙ ÓÔÁÔÅȱȟ ×ÁÓ ÒÅÃÅÎÔÌÙ ÃÒÅÁÔÅÄ ÁÎÄ ×ÉÌÌ 

include CareerForce staff from DEED. Additionally, GWDB members serve as members on other 

committees, such as the state-funded Minnesota Job Skills Partnership and the State 

Rehabilitation Council. Through collaborative and cross-agency efforts, policy changes and 

recommendations are discussed and vetted across the workforce development system. 

III. OPERATIONAL PLANNING ELEMENTS 

A. STATE STRATEGY IMPLEMENTATION 

1. STATE BOARD FUNCTIONS 

III. OPERATIONAL PLANNING ELEMENTS  

The Unified or Combined State Plan must include an Operational Planning Elements section that 

ÓÕÐÐÏÒÔÓ ÔÈÅ 3ÔÁÔÅȭÓ ÓÔÒÁÔÅÇÙ ÁÎÄ ÔÈÅ ÓÙÓÔÅÍ-wide vision described in Section II(c) above. Unless 

otherwise noted, all Operational Planning Elements apply to Combined State Plan partner 

programs included in the plan as well as to core programs. This section must include 

  

A. STATE STRATEGY IMPLEMENTATION. THE UNIFIED OR COMBINED STATE PLAN MUST 

INCLUDE 

1. STATE BOARD FUNCTIONS. DESCRIBE HOW THE STATE BOARD WILL IMPLEMENT ITS 

FUNCTIONS UNDER SECTION 101(D) OF WIOA (I.E., PROVIDE A DESCRIPTION OF BOARD 

OPERATIONAL STRUCTURES AND DECISION MAKING PROCESSES TO ENSURE SUCH 

FUNCTIONS ARE CARRIED OUT).  

The state board will fulfill its functions under section 101(d) of WIOA through an Operations 

Committee. This committee has formulated its approach to the 12 functions of the board by 

categories its activities into four areas ɂ administration, policy, information technology, and 

performance. The committee meets monthly and utilizes a work plan to guide their work, which 

includes working with staff to guide and oversee the preparation and submission of the WIOA 

State Plan, preparation and submission of an annual report, preparing and submitting a bi-

annual state legislative report, and other oversight functions. The Operations Committee also 

participates in the review and approval of the Regional Plans to ensure alignment with the state 

Combined Plan and works with GWDB staff to develop and maintain work plans for the board. 
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Relating to policy changes, the GWDB can address both existing and new policies needed to 

support the better alignment of resources and services. 

The information technology functions will focus on leveraging systems to avoid duplication, 

addressing the need for more responsive career information ɂ tied to the eligible training 

provider list, and on data systems. This will drive better coordination of services across the 

system and support process and outcome metrics as part of the performance functions. 

The performance functions will focus on continuous improvement and support the 

transparency of the system components and how they are contributing to achieving the goals of 

the state Combined Plan. The performance system will look at process and outcome measures 

focusing on interim gains and final outcomes related to the WIOA performance common 

measures and other areas as deemed necessary by the state board. 

2. IMPLEMENTATION OF STATE STRATEGY 

!Ȣ #/2% 02/'2!- !#4)6)4)%3 4/ )-0,%-%.4 4(% 34!4%ȭ3 342!4%'9 

2. IMPLEMENTATION OF STATE STRATEGY. DESCRIBE HOW THE LEAD STATE AGENCY 
WITH RESPONSIBILITY FOR THE ADMINISTRATION OF EACH CORE PROGRAM OR A 

COMBINED STATE PLAN PARTNER PROGRAM INCLUDED IN THIS PLAN WILL IMPLEMENT 

4(% 34!4%ȭ3 342!4%')%3 )$%.4)&)%$ ). ))ɉ#Ɋ !"/6%Ȣ 4()3 -534 ).#,5$% ! 

DESCRIPTION OF 

!Ȣ #/2% 02/'2!- !#4)6)4)%3 4/ )-0,%-%.4 4(% 34!4%ȭ3 342!4%'9Ȣ $%3#2)"% 4(% 

ACTIVITIES THE ENTITIES CARRYING OUT THE RESPECTIVE CORE PROGRAMS WILL 

&5.$ 4/ )-0,%-%.4 4(% 34!4%ȭ3 342!4%')%3Ȣ !,3/ȟ $%3#2)"% (/7 35#( !#4)6)4)%3 

WILL BE ALIGNED ACROSS THE CORE PROGRAMS AND COMBINED STATE PLAN PARTNER 

PROGRAMS INCLUDED IN THIS PLAN AND AMONG THE ENTITIES ADMINISTERING THE 

PROGRAMS, INCLUDING USING CO-ENROLLMENT AND OTHER STRATEGIES, AS 

APPROPRIATE.  

The providers of activities under WIOA core Titles I, III and IV; TAA, the Jobs for Veterans Grant 

and Senior Community Services Employment will primarily implement the State strategies 

through services within the system and through special projects that support a career pathways 

system. The provision of career services will focus on how the information made available 

ÃÏÎÔÒÉÂÕÔÅÓ ÔÏ Á ÐÅÒÓÏÎȭÓ ËÎÏ×ÌÅÄÇÅ ÏÆ ÔÈÅÉÒ ÃÁÒÅÅÒ ÐÁÔÈ×ÁÙ opportunities. Career services 

ÃÏÎÔÉÎÕÅÓ ÉÔÓ ÓÈÉÆÔ ÆÒÏÍ ÐÒÉÍÁÒÉÌÙ ÂÅÉÎÇ ÁÂÏÕÔ ÔÈÅ ȰÎÅØÔ ÊÏÂȱ ÏÒ Á ÓÐÅÃÉÆÉÃ ÓËÉÌÌ ÎÅÅÄÅÄ ÆÏÒ ÔÈÅ 

next job, to one that helps provide a career trajectory for the individual job seeker. 

-ÉÎÎÅÓÏÔÁȭÓ ÓÉØ ÒÅÇÉÏÎÓ ÈÁÖÅ ÉÄÅÎÔÉÆÉÅÄ at a minimum two industry sectors that represent 

opportunities for individuals with the greatest barriers to employment. Using relevant data and 

improved workforce planning, service providers have the resources to assist individuals in 

making informed career decisions leading to opportunities which in turn, address and impact 

the disparities gaps ɂ race, disability, disconnected youth and gender. Staff and counselors 

delivering career services continue to receive training and access to professional development 

and current data. Individuals seeking training services work with counselors who have the most 

current tools to assist participants in making an informed choice and identify the necessary 

resources to ensure greater opportunities for successful completion of training and job 

placement. Partners in the workforce system at local, regional, and state levels continue to 

collaborate on opportunities to align and integrate programming and resources to achieve our 

goals. 
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The providers of activities under WIOA core Title II ɂ Adult Basic Education, will continue to 

embed career pathways philosophy into their services and administrative capacities. Business 

engagement extends to pursuing workɂbased learning opportunities that support the 

contextualized learning approaches. There are 500 ABE locations throughout the state, all 

unique to the needs of the communities they serve and the resources they can leverage. 

Through their participation on sector partnerships and understanding of the sequence of 

educational requirements for eventual industry recognized credentials, curriculum will 

continue to be modified to contextualize learning for future educational needs that align with 

the goals of the individual. Resources will also be committed to continue professional and 

system staff development so that career pathways approaches allow Adult Basic Education 

providers to more flexibly meet the needs of regional sector strategies and the needs of targeted 

populations and their inherent learning styles. These local and regional partnerships have led 

and will continue to inform best practices serving disparate populations and result in skill 

attainment through career pathways and work-based learning strategies that meet the industry 

demands. 

The Perkins V-funded programs and activities provide opportunities for stronger alignment of 

services to support a career pathways system. These activities include supporting workɂbased 

learning, which may expand upon how skills are recognized and credentialed. Teacher 

credentialing is another focus area which looks at how changes in industry needs impacts the 

skills and knowledge requirements of faculty. Perkins V-funded activities also promote 

conducting program feasibility studies, program approval and implementation, all of which are 

critical to ensure ongoing alignment and relevancy of educational and training opportunities. 

The Minnesota Department of Corrections (DOC) has put grant funded career navigator 

positions in place within the state prisons to work with offenders ready for release. A team 

approach between CareerForce locations, Minnesota Department of Human Services (DHS), 

DOC Re-entry, parole, and DOC Career Technical Education staff work closely to coordinate their 

progras and career services to provide a seamless transition back into the communities. The 

DOC provides postsecondary Career Technical Education programming in many demand 

sectors, while providing portable and stackable credentials. 

The majority of CareerForce locations in the system also include coordinated services provided 

by or in conjunction with DHS.  Participants have access to resource rooms for job seeking, 

workshops for developing job seeking skills and referral opportunities for other needed 

services. The approved six regional plans all identify strategies to align and integrate services 

and programming to provide opportunities for participants building upon and leading to 

meaningful employment. 

There are several opportunities for activities to be aligned and enhanced with the core 

programs. Training is needed for staff to understand the appropriate activities and career 

pathway opportunities for recipients within a system where job search and job placement have 

been primarily seen as the core activity. We need to continue to better understand how career 

pathways models including; work-based learning, apprenticeships, and skills training can be 

implemented to align with the needs of industry. Development of employer-led sector 

partnerships allow for opportunities for job seekers with a priority to address the disparities 

gaps in race, disability, disconnected youth, and gender opportunities. This being said, it has 

been critical for providers to understand the regional sectors in demand. 

Another opportunity is to look at the scaling of on-ramps to training programs. This career 

pathway strategy is a good fit for individuals who need entry level credentials and the need for 

immediate employment. Such on ramp training programs could include forklift certification, MS 
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office credentialing, CompTia, Paraprofessional training, and other entry level certifications that 

are feeders to occupations in demand that could allow for transition into further academic 

credentials such as diplomas or degrees. 

Alignment across all required core programs and State Combined Plan partners that began with 

WIOA continues as career pathways activities are maintained and enhanced across the state 

workforce system through multiple state and federal programs. Identified as the Pathways to 

Prosperity program in Minnesota, this national strategy focuses on providing skilled career 

counselors, integrated developmental and skills training, application of appropriate sources and 

comprehensive placement assistance.  

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN 

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN. DESCRIBE HOW THE ACTIVITIES 

IDENTIFIED IN (A) WILL BE ALIGNED WITH PROGRAMS AND ACTIVITIES PROVIDED BY 

REQUIRED ONE-STOP PARTNERS AND OTHER OPTIONAL ONE-STOP PARTNERS AND 

ACTIVITIES PROVIDED UNDER EMPLOYMENT, TRAINING (INCLUDING REGISTERED 

APPRENTICESHIPS), EDUCATION (INCLUDING CAREER AND TECHNICAL EDUCATION), 

HUMAN SERVICES AND OTHER PROGRAMS NOT COVERED BY THE PLAN, AS 

APPROPRIATE, ASSURING COORDINATION OF, AND AVOIDING DUPLICATION AMONG 

THESE ACTIVITIES. 

  

Program and activity alignment with ÃÏÒÅ ÐÁÒÔÎÅÒÓ ÉÓ ÐÒÉÍÁÒÉÌÙ ÁÃÈÉÅÖÅÄ ÔÈÒÏÕÇÈ -ÉÎÎÅÓÏÔÁȭÓ 

50 CareerForce locations, the network of Adult Basic Education providers and community-

based organizations who are contracted with through the local workforce development boards. 

All activities related to career services, training and business services are available through 

these established working relationships. Minnesota has approved six regional plans which is 

inclusive of the sixteen local workforce development areas and their respective local plans, and 

both local and regional plans will be developed and submitted in 2020. These six regions have 

all organized a regional governance structure which is representative of key stakeholders. 

Collectively, they continue to develop strong regional networks to address their needs with a 

keen focus on addressing the disparities gaps ɂ race disability, disconnected youth, and gender 

opportunities within industry sectors. Local boards have been asked to increase outreach to 

community groups and representatives of communities facing the greatest disparities during 

the development of their regional and local plans in 2020 and going forward. As mentioned 

ÐÒÅÖÉÏÕÓÌÙȟ $%%$ȭÓ 4ÒÉÂÁÌ ,ÉÁÉÓÏÎ ÃÁÎ ÐÒÏÖÉÄÅ ÁÓÓÉÓÔÁÎÃÅ ÔÏ ÌÏÃÁÌ ÂÏÁÒÄÓȟ ÐÁÒÔÉÃÕÌÁÒÌÙ ÉÎ 'ÒÅÁÔÅÒ 

Minnesota whose areas cover tribal nations or other high populations of American Indians. 

One such example is the coordination between Adult Basic Education delivering ESL education 

and CareerForce locations delivering digital literacy education at CareerForce locations. In 

addition, all CareerForce locations are official Northstar Digital Literacy Assessment testing 

sites, so customers who successfully complete an assessment can earn a certificate verifying 

ÔÈÅÉÒ ÃÏÍÐÅÔÅÎÃÙ ÉÎ Á ÖÁÒÉÅÔÙ ÏÆ ÄÉÇÉÔÁÌ ÓËÉÌÌÓȢ -ÉÎÎÅÓÏÔÁȭÓ !Ðprenticeship Initiative funded 

under DOL is yet another example of building capacity through leveraging our CareerForce 
locations, the Department of Labor and Industry and industry leaders many of whom serve on 

the local and state board. The six regional plans have all identified and continue to develop new 

partnerships to align and integrate resources outside of this plan. 

Program and activity alignment with training opportunities, inclusive of Registered 

Apprenticeships, occurs through the activities of the local boards, business partnerships and 

special grant and funding opportunities 
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Program and activity alignment with education, including career and technical education, is 

achieved through local board activities and involvement with special projects. Career and 

technical education resources through the Perkins V have become a central part of developing 

-ÉÎÎÅÓÏÔÁȭÓ #ÁÒÅÅÒ 0ÁÔÈ×ÁÙ ÍÏÄÅÌȢ 3ÔÁÆÆ ÆÒÏÍ -ÉÎÎÅÓÏÔÁ ÁÌÓÏ ÐÁÒÔÉÃÉÐÁÔÅÄ ÉÎ ÔÈÅ ÄÅÓÉÇÎ ÏÆ ÔÈÅ 

#ÁÒÅÅÒ 0ÁÔÈ×ÁÙÓ 4ÏÏÌËÉÔ ÁÎÄ ÉÎ ÄÅÖÅÌÏÐÉÎÇ ÔÈÅ ÌÁÎÇÕÁÇÅ ÆÏÒ -ÉÎÎÅÓÏÔÁȭÓ 3ÔÁÔÅ #ÏÍÂÉÎÅÄ 0ÌÁÎ 

around the six elements of a Career Pathways System. 4ÈÒÏÕÇÈ -ÉÎÎÅÓÏÔÁȭÓ ÅÍÐÌÏÙÅÒ-led sector 

partnerships several best practices have emerged with the development of strategies around 

youth and developing regional industry recognized credentials. While the sector partnerships 

are not all at the same level of maturity, they continue to deliver promising practices to 

ȰÃÕÓÔÏÍÉÚÅȱ ÔÈÅ ÔÒÁÉÎÉÎÇ ÎÅÅÄÓ ÏÆ ÉÎÄÉÖÉÄÕÁÌÓ ×ÈÉÌÅ ÍÅÅÔÉÎÇ ÔÈÅ ÓËÉÌÌÓ ÎÅÅÄÅÄ ÆÏÒ ÅÍÐÌÏÙÅÒÓȢ 

Program and activity alignment with human service agencies outside the purview of WIOA is a 

critical element to career pathways success in serving communities of color, individuals with 

disabilities and disconnected youth. Human services efforts around housing, transportation, 

health care, and child care have been identified in regional listening sessions and have been 

discussed most recently at that 2019 annual joint MAWB/GWDB meeting. This information will 

be used in interagency State Department meetings to best coordinate supportive services 

around workforce development. This is further outlined in the narrative under Coordination. 

C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO INDIVIDUALS 

C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO 

INDIVIDUALS. DESCRIBE HOW THE ENTITIES CARRYING OUT THE RESPECTIVE CORE 

PROGRAMS, COMBINED STATE PLAN PARTNER PROGRAMS INCLUDED IN THIS PLAN, AND 

REQUIRED AND OPTIONAL ONE-STOP PARTNER PROGRAMS WILL COORDINATE 

ACTIVITIES AND RESOURCES TO PROVIDE COMPREHENSIVE, HIGH-QUALITY, CUSTOMER-

CENTERED SERVICES, INCLUDING SUPPORTIVE SERVICES (E.G. TRANSPORTATION), TO 

INDIVIDUALS, INCLUDING THOSE POPULATIONS IDENTIFIED IN SECTION II(A)(1)(B), 

AND INDIVIDUALS IN REMOTE AREAS THE ACTIVITIES DESCRIBED SHALL CONFORM TO 

THE STATUTORY REQUIREMENTS OF EACH PROGRAM. 

  

Job seekers in Minnesota are served by the statewide network of CareerForce locations as well 

as by the myriad government, education, and nonprofit organization locations of one-stop 

partner programs. All CareerForce locations offer the full range of WIOA Title I-B, Wagner-

Peyser, Veterans, TAA, and state-funded youth and Dislocated Worker services in a co-located 

model. Many CareerForce locations across the state include partners from other WIOA titles 

represented in this plan. All CareerForce location serve customers of the public workforce 

system with highly-train ed professional staff. Both job seekers and businesses have access to 

services designed to meet their specific needs. DEED developed a training program called the 

Reception and Resource Area Certification Program for staff who work at CareerForce location 

reception desks and resource areas. 

DEED will continue to provide a leadership role in the development of training with the support 

of the GWDB and their relevant committees and the state program administrators in this plan. 
The CareerForce locations inclusive of several affiliate sites offer assistance to all individuals. All 

individuals are greeted by trained professional staff who gather information to best assess 

priority of service, urgency, and make the initial referral(s) to service(s). Individuals are then 

guided and assisted by program staff to identify all resources the individual may be eligible for, 

and identify opportunities for co-enrollment. All staff, including core and other combined 

partner staff and those not physically located within the CareerForce location, meet on a regular 
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and ongoing basis to discuss program changes, eligibility, and activity. The communication 

ensures coordination, alignment, and leveraging of resources for better outcomes for the 

employer and the individual. 

Services to Laid-Off Adults  

¶ Unemployment Insurance ɂ $%%$ ÈÏÕÓÅÓ ÔÈÅ ÓÔÁÔÅȭÓ 5ÎÅÍÐÌÏÙÍÅÎÔ )ÎÓÕÒÁÎÃÅ ɉ5)Ɋ 
division.  CareerForce locations provide co-location for UI staff members to coordinate 

reemployment initiatives for claimants and the longɂterm unemployed. The 

Reemployment Services and Eligibility Assessment (RESEA) engages UI claimants 

within the first weeks of their benefit payments to provide earlier engagement and 

increased services through  CareerForce locations to expedite their return to work. 

¶ Dislocated Worker Program ɂ This program mitigates the negative impact to 

businesses, communities, and employees who are facing a layoff. It assists laidɂoff 

workers in returning to work with comparable wages and benefits and connects 

employers with skilled staff. The Rapid Response team is the first responder when a 

business has closed down or is planning to lay off workers. The team is trained to assess 

the situation and inform the affected workers of available services. Participants enrolled 

in the program can access career planning and counseling; job search and placement 

services; shortɂterm training upon counselor approval; and support services for 

expenses such as child care and transportation upon counselor approval. Minnesota 

maintains both a federally and stateɂ funded Dislocated Worker program. 

¶ Trade Adjustment Assistance (TAA) ɂ This program provides aid to workers who lose 

their jobs, or are at risk of losing their jobs, or whose hours of work and wages are 

reduced as a result of foreign competition. TAA assists laid-off workers in returning to 

the workforce as quickly as possible by offering them help with work searches, 

relocation, job training, and weekly cash benefits. There are two major components, 

separately funded by the U.S. Department of Labor: Trade Readjustment Allowances 

(TRA), which are special extensions to unemployment insurance; and Trade Adjustment 

Assistance (TAA) which includes reimbursement of training costs, job search 

allowances, relocation allowances, and similar costs. 

¶ Assessments for Job Seekers ɂ Local areas use a variety of assessment instruments 
ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅȟ ÂÕÔ ÔÈÅ ÍÏÓÔ ÃÏÍÍÏÎÌÙ ÕÓÅÄ ÁÒÅ ÔÈÅ $/, #ÁÒÅÅÒ /ÎÅ 3ÔÏÐȭÓ )ÎÔÅÒÅÓÔȟ 

Skills and Work Value assessments. Interest and skills assessments have been made 

available on the CareerForceMN.com platform to assist job seekers. Minnesota also 

ÄÅÖÅÌÏÐÅÄ ÁÎ Ȱ%ÍÐÌÏÙÍÅÎÔ 2ÅÁÄÉÎÅÓÓ 0ÒÏÆÉÌÅȱ ÁÓÓÅÓÓÍÅÎÔ ÔÈÁÔ ÉÓ ÕÓÅÄ ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅȢ 

4ÈÉÓ ÁÓÓÅÓÓÍÅÎÔ ÁÌÌÏ×Ó ÓÔÁÆÆ ÔÏ ÄÏ Á ÑÕÉÃË ÁÓÓÅÓÓÍÅÎÔ ÏÆ Á ÊÏÂ ÓÅÅËÅÒȭÓ *ÏÂ 3ÅÁÒÃÈ 3ËÉÌÌÓȟ 

Occupational Skills, Essential Work Skills, and Computer and Basic Skills. Commonly 

ÃÁÌÌÅÄ ÔÈÅ Ȱ4ÒÉÁÇÅ ÆÏÒÍȱ ÉÎ #ÁÒÅÅÒ&ÏÒÃÅ ÌÏÃÁÔÉÏÎÓȟ ÔÈÉÓ ÁÓÓÅÓÓÍÅÎÔ ×ÁÓ ÄÅÖÅÌÏÐÅÄ ÂÙ 

Title I and Title III staff at the local level and was later distributed statewide after 

approval from local WDA directors and DEED executive management. 

  

Services to Adults with Barriers to Employment  

¶ WIOA Adult ɂ The program serves adults who are seeking greater participation in the 

labor force and prioritizes individuals who receive public assistance, individuals living 

with  low incomes, and veterans. Minnesota is developing additional policy that leverage 

state resources to address the disparities gaps ɂ race, disability, and disconnected 
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youth which is a priority of this plan. Services include a preliminary assessment of skill 

levels, support services, occupational or onɂtheɂjob training or work -based learning, 

job search and placement assistance, access to apprenticeship opportunities, and career 

counseling. It also provides resource libraries providing access to employmentɂ related 

services such as current job vacancies via MinnesotaWorks.net.net, local education and 

training service providers, and labor market information. WIOA Adult providers have 

been partnering with Adult Career Pathway programming to ensure individuals have 

access to career pathways that lead to family sustaining wages or beyond. 

¶ Minnesota Pathways to Prosperity ɂ Minnesota Pathways to Prosperity (P2P) is an 

innovative  framework built on a Career Pathway programming model, which integrates 

basic skills education, competency-based skills training, support services, higher-level 

education for those who choose, employment placement and retention to meet the 

needs of adults. P2P projects are designed for adults who traditionally face multiple 

barriers to employment, and who are in need of enhanced educational and supportive 

services to be successful in securing long-term family sustaining wages. P2P provides 

ÏÐÐÏÒÔÕÎÉÔÉÅÓ ÆÏÒ ÉÎÄÉÖÉÄÕÁÌÓ ÔÏ ÂÕÉÌÄ ÔÈÅÉÒ ÓËÉÌÌÓ ÔÈÒÏÕÇÈ ÓÅÖÅÒÁÌ ȰÏÎ ÒÁÍÐÓȱ ÃÁÒÅÅÒ 

pathways models that ultimately lead to employment in an industry sector that leads 

with  family sustaining wages.   

 

 This competitively awarded grant program targets populations of color; 

individuals experiencing housing insecurity; individuals with a criminal record; those 

lacking a high school diploma or equivalent; individuals with disabilities; and those 

unemployed for 26 or more consecutive weeks. In addition, special consideration should 

be provided to veterans, those returning to work after receiving public assistance, low-

income, and older workers. Participating individuals obtain, retain, and advance in 

unsubsidized employment or complete training along an educational path, as 

demonstrated by annual wage increases, placement and retention in a job or education 

or training program, and completion of training leading to an industry-recognized 

credential. P2P is a state-funded, competitive grant program that leverages WIOA 
programming.  

¶ Minnesota Displaced Homemaker Program ɂ This program provides pre-employment 
services that empower participants to enter or re-enter the labor market after having 

been homemakers. Customers are women and men who have worked in the home for a 

minimum of two years caring for home and family but, due to separation, divorce, death, 

or disability of spouse or partner, or other loss of financial support, must now support 

themselves and their families. The participants need to identify, address and resolve 

multiple barriers before they can be competitive in the workforce. Often they are 

worrie d about basic needs such as facing eviction, having utilities services shut off, or 

caring for a spouse or child with a disability. Eligibility is based on income guidelines. 

Seven providers offer services covering 51 counties state-funded program. 

¶ Minnesota Family Investment Program (MFIP/TANF) ɂ This program helps families 
with children meet their basic needs, while helping parents move to financial stability 

through work. Parents are expected to work, and are supported in working with both 

cash and food assistance. Most families have a lifetime limit of 60 months on MFIP. 

DEED works with the DHS  Economic Assistance and Employment Supports Division to 

ensure the program goals of MFIP are met. 
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¶ SNAP Employment and Training Program (E&T) ɂ The Minnesota Department of 

(ÕÍÁÎ 3ÅÒÖÉÃÅÓ ɉ-. $(3Ɋ ÁÄÍÉÎÉÓÔÅÒÓ ÔÈÅ ÓÔÁÔÅȭÓ 3.!0 %ÍÐÌÏÙÍÅÎÔ ÁÎÄ 4ÒÁÉÎÉÎÇ 

Program (SNAP E&T) by supervising local counties and directly contracting with 
ÃÏÍÍÕÎÉÔÙ ÁÇÅÎÃÉÅÓȢ -ÉÎÎÅÓÏÔÁȭÓ 3.!0 %Ǫ4 ÐÒÏÇÒÁÍ ÉÓ ÂÕÉÌÔ ÏÎ ÓÔÒÏÎÇ ÐÁÒÔÎÅÒÓÈÉÐÓ 

and offers multiple contracting options.  Interested providers can contract through the 

$(3ȟ -ÉÎÎÅÓÏÔÁȭÓ $ÅÐÁÒÔÍÅÎÔ ÏÆ %ÍÐÌÏÙÍÅÎÔ ÁÎÄ %ÃÏÎÏÍÉÃ $ÅÖÅÌÏÐÍÅÎÔ ɉ$%%$Ɋȟ ÁÎÄ 

certain other Minnesota Counties. DHS contracts directly with agencies and 

organizations seeking to offer a range of jobs-driven employment support programs 

across the state.  This includes organizations already receiving a portion of E&T funding 

through their local county.  DHS is the contracting agency for all tribal contracts and 

other state agencieÓȢ $%%$ȭÓ 3.!0 %Ǫ4 ÐÒÏÇÒÁÍ ÉÓ ÁÖÁÉÌÁÂÌÅ ÁÓ ÁÎ ÅÎÈÁÎÃÅÍÅÎÔ ÔÏ 

existing contracts for non-federal funding through DEED. Also, some counties elect to 

contract with organizations who provide a range of jobs-driven employment supports to 

low-income residents of the county. 

¶  Senior Community Service Employment Program (SCSEP) ɂ The SCSEP program 
fosters economic selfɂsufficiency through community service activities for 

unemployed, low-income persons who are 55 years of age and older and have poor 

employment prospects. Program clients are Minnesotans with an income of less than 

125 percent of the federal poverty levels, who want or need additional income. Service 

providers include five Local Workforce Development Areas, three community action 

agencies, three counties, two national sponsors, and one Native American tribe. Program 

operations are sub-granted to 11 local agencies that serve workers in 60 counties 

throughout the state; remaining 27 counties are served by national sponsors. 

¶ Women in High-Wage, High Demand Nontraditional Jobs Grant Program ɂ This 

program seeks to increase the number of women in high-wage, high-demand, 

nontraditional occupations including those in the skilled trades, science, technology, 

engineering, and math (STEM) occupations. Grant funds serve women, especially low-

income women and women over 50 years of age. This is a state -funded grant program, 

which began in December 2014 and continues. 

¶ Migrant and Seasonal Farmworkers ɂ This program provides Migrant Seasonal Farm 

Workers with a full range of employment services and referrals to other community 

services. Migrant and other seasonal employees engaged in farm work that are legally 

eligible to work in the United States and of legal age to perform services for wages are 

eligible for services. The full range of services provided to Migrant Seasonal Farm 

Workers includes: job search assistance and placement, job counseling, training 

opportunities, and referrals to supportive services. The program is administered by the 

State Monitor Advocate and migrant labor representatives who are proficient in both 

English and Spanish, to better serve the predominantly Spanish-speaking clientele. 

Services include quality employment services and referrals, which are administered at 

the local level in multiple Local Workforce Development Areas. 

¶ Services for Incarcerated Adults ɂ DOC has put grant funded career navigator positions 
in place within the state prisons to work with offenders ready for release. A team 

approach between CareerForce locations, DHS, DOC Re-entry, parole, and DOC Career 

Technical Education staff work closely to coordinate their programs and career services 

to provide a seamless transition back into the communities. The DOC provides 

postsecondary Career Technical Education programming in many demand sectors, while 

providing portable and stackable credentials. DEED has four dedicated Offender 
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Specialists whose sole job is to provide employment services to ex-offenders both prior 

to and after release. 

¶ MN DOC Second Chance Act ɂ This Second Chance Act Technology-Based Career 

Training Program grant, Technology-Based Career Education Supporting Successful 

Reintegration, is administered by DOC.  Collaborative partners include Minnesota State 

College and University (Minnesota State), state business and industry experts, and 

community based organizations.   

 

 MN DOC Career technical programming will include jobs that are in high demand 

in Minnesota based on DEED data on industry growth jobs, and strongly on projected 

job vacancies.  Training is provided by credentialed MN DOC instructors and includes 

programming in classroom and shop settings, and includes the completion of the 

nationally validated certifications.  Participants will gain knowledge and hands on 

training of industry processes, critical industry functions, and with a partnership with 

Minnesota State will be awarded a Minnesota State transcript upon successful 

completion of the program. 

 

 Community-based organizations in partnership with MN DOC Career Navigators 

will provide; employment services pre- and post-release, mentoring services, 

apprenticeship opportunities, interview attire, and transportation assistance.  MN DOC 

Career Navigators will ensure all participants receive individualized re-entry plans, 

linked community-based services and supports post-release, are provided case 

management services within the community, and will ensure the ability to collect and 

report data on participant post-program employment outcomes, and participant 

recidivism indicator data.  MN DOC Career Navigators will provide training to employers 

on successful approaches to working with ex-offender participants of the training 

programs. State agency partnerships will demonstrate leveraging of state and local 

resources to support and/or sustain the programs. 

 
 Target population consists of adult males and females assessed to be moderate 

to highest risk to recidivate. Geographic location to include: Minnesota Correctional 

Facilities and select Minnesota County jails. Participants will receive career technical 

trainin g, employment services, career pathway counseling, re-entry support services, 

and apprenticeship opportunities.  Employers will receive information and training in 

hiring ex-offenders and the value of the ex-offender workforce.  

¶ Services for Ex-Offenders ɂ DEED designed and offers a series of "New Leaf" workshops 
ÉÎ ςπ #ÁÒÅÅÒ&ÏÒÃÅ ÌÏÃÁÔÉÏÎÓ ÁÃÒÏÓÓ ÔÈÅ ÓÔÁÔÅȭÓ ,ÏÃÁÌ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ !ÒÅÁÓȢ 4ÈÉÓ 

workshop is designed specifically for job seekers who are having a difficult time 

obtaining employment due to their barriers and/or records. This workshop combines 

$%%$ȭÓ #ÒÅÁÔÉÖÅ *ÏÂ 3ÅÁÒÃÈ ÃÏÕÒÓÅ ×ÉÔÈ ÓÐÅÃÉÁÌ ÓÔÒÁÔÅÇÉÅÓ ÆÏÒ ÏÖÅÒÃÏÍÉÎÇ ÂÁÒÒÉÅÒÓ ÔÏ 

employment, including how, when and why to disclose your record; addressing 

concerns from employers; answering tough interview questions; and provides state 

resources on the Work Opportunity Tax Credit, Federal Bonding and "Ban the Box" 

ÒÅÑÕÉÒÅÍÅÎÔÓȢ )Î ÁÄÄÉÔÉÏÎȟ $%%$ȭÓ 6ÅÔÅÒÁÎ ÅÍÐÌÏÙÍÅÎÔ ÐÒÏÇÒÁÍ ÈÁÓ ÏÎÅ $6/0 ×ÏÒËÉÎÇ 

on a special project for Minnesota veterans that have been incarcerated 

¶ Services for Homeless Minnesotans ɂIn March 2016, Performance Management (PM) 

staff assessed these eligibility-based programs to determine which programs do and do 

not track whether a participant was homeless at the time of program enrollment. 
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Currently, only one program does not track housing insecurity and two programs were 

ÆÏÕÎÄ ÔÏ ÎÏÔ ÍÁËÅ ÍÁÎÄÁÔÏÒÙ Á ÑÕÅÓÔÉÏÎ ÁÓÓÅÓÓÉÎÇ ÔÈÅ ÐÁÒÔÉÃÉÐÁÎÔȭÓ ÈÏÕÓÉÎÇ ÓÔÁÔÕÓȢ !Ó 

part of ongoing broader efforts around data and performance measures, DEED staff are 

working on ways to disaggregate data pertaining to employment and wage outcomes for 

homeless participants to include in a future version of the Uniform Outcome Report 

Card. 

¶ Southeast Asian Economic Disparities Relief Grant Program ɂ This program was 

implemented in July of 2016 to address economic disparities in Southeast Asian 

communities through workforce recruitment and development, job creation, assistance 

to smaller organizations to increase capacity and outreach services. The Minnesota 

Legislature has funded this program every year since its inception.  

¶ Adult support services ɂ This competitive grant focuses on low-income communities, 

young adults from families with a history of intergenerational poverty, and communities 

of color to provide support services to individuals, such as job training, employment 

preparation, internships, job assistance to fathers, financial literacy, academic and 

behavioral interventions for low-performing students, and youth intervention. The 

Minnesota Legislature has funded this program every year since its inception. 

  

Youth  

¶ WIOA Youth Program:   -ÉÎÎÅÓÏÔÁȭÓ 7)/! 9ÏÕÔÈ 0ÒÏÇÒÁÍ ÐÒÏÖÉÄÅÓ ÃÏÍÐÒÅÈÅÎÓÉÖÅ 

employment and training services to opportunity youth, including work-based learning, 

an introduction to career pathways, attainment of recognized credentials and wrap-

around support services. Participants are youth ages 16 - 24 who are not attending any 

school, and in-school youth ages 14-21 who are low-income and at-risk. Minnesota 

serves a high percentage of youth who are most in need of services such as homeless 

youth and runaways, youth in foster care, youth with disabilities and youth from 

families on public assistance.  Minnesota is serving youth who are under-represented in 

the workforce.  For example, Native American youth are served at a level that is 3 times 

the national average.  Minnesota supports partnerships with other State and federally-

funded youth programs to increase the quality of services available to participants. 

WIOA Youth Programs provide youth with access to postsecondary training and 

credentials which reflect 21st century skill requirements.  Examples of co-enrollment 

opportunities for WIOA Youth participants include: the Minnesota Family Investment 

Program (MFIP), Vocational Rehabilitation Services (VRS/Pre-ETS), Youth Disability 

Employment Initiative, Youthbuild, Adult WIOA, Adult Basic Education (ABE), Minnesota 

Youth Program (MYP), Youthbuild, Job Corps and Youth at Work Opportunity Grants. 

For more information, see the WIOA Youth Program 

webpage: https://mn.gov/deed/programs -services/office-youth-development/youth -

programs/wioa -youth.jsp.   

¶ Minnesota Youth Program (MYP):   MYP serves low-income youth, ages 14 to 24, and is 

the only youth employment program available in all 87 counties.   Over half of the youth 

served under MYP receive academic credit or service-learning credit for work-based 

learning.  Other MYP services include:  career exploration and counseling, labor market 

information on in-demand occupations, work readiness skills, financial literacy training, 

work experience and support services.  MYP serves over 3,300 youth each year through 

individual, case managed services and another 20,000 youth through the Outreach to 

https://mn.gov/deed/programs-services/office-youth-development/youth-programs/wioa-youth.jsp
https://mn.gov/deed/programs-services/office-youth-development/youth-programs/wioa-youth.jsp
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Schools component. MYP operates in coordination with WIOA, under oversight of Local 

Workforce Development Boards appointed by Local Elected Officials (business-led 

majority).   Each $1 of MYP funds leverages over $4 of other federal, state and local 

resources.   Youth may be co-enrolled in WIOA, MFIP, VRS, or Youthbuild as a result of 

strong local partnerships.  Worksite supervisors/employers evaluate the contextual 

work readiness skills of youth on the MYP worksite using pre and post assessments. For 

more information, see the Minnesota Youth Program 

webpage: https://mn.gov/deed/programs -services/office-youth-development/youth -

programs/youth -program.jsp.    

¶ Youthbuild Program:   The state-funded Youthbuild Program offers a construction 

career pathway for low-income, at-risk youth, ages 16-24, who have dropped out of 

school or are at-risk of dropping out. Youthbuild provides pre-apprenticeship training, 

industry-recognized credentials, contextual basic skills and work readiness soft skills; 

career exploration and counseling; mentoring and leadership development; and support 

services. Ten organizations provide services across Minnesota. Each $1 of state 

Youthbuild funding is matched by two local dollars and state funds are used as match for 

federal YouthBuild resources.   For more information, see the Youthbuild webpage 

at: https://mn.gov/deed/programs -services/office-youth-development/youth -

programs/youthbuild.jsp .  

¶ Youth at Work Opportunity Grants:   provide workforce development and training 
opportunities for economically disadvantaged and at-risk youth with special 

consideration for youth from communities of color and youth with disabilities.  Over 

84% of the youth served are from communities of color.  Experiential learning 

opportunities are designed for youth that promote mastery of work readiness 

competencies and 21st Century skills.  Projects promote skill acquisition (academic and 

work readiness) through project-based instruction and increase exposure to in-demand 

jobs important to regional economies.   Youth at Work grants provide high-quality 

worksites and overall participant and employer satisfaction. These are two-year grants 

that emphasize innovation in serving youth. For more information, see the Youth 

Opportunity Grants webpage: https://mn.gov/deed/programs -services/office-youth-

development/special/grants/ .    

¶ Disability Employment Initiative (DEI): Partners for Youth Career Pathways - Minnesota 
is managing a $2.5 million, 42-month DEI grant funded thrÏÕÇÈ ÔÈÅ 5Ȣ3Ȣ $/,ȭÓ 

Employment and Training Administration and the Office of Disability Employment 

0ÏÌÉÃÙȢ 4ÈÉÓ ÇÒÁÎÔ ÁÌÌÏ×Ó ÔÈÒÅÅ ÏÆ -ÉÎÎÅÓÏÔÁȭÓ ÒÕÒÁÌ 7$!Ó ÔÏ ÓÔÒÅÎÇÔÈÅÎ ÐÁÒÔÎÅÒÓÈÉÐÓ 

and strategically align career pathways systems to effectively serve youth with 

disabilities through multiple entry and exit points.  The federal DEI grant allowed 

Minnesota to expand the number of Employment Networks (ENs) in the state which 

increases services to Social Security disability beneficiaries.  

 

 The DEI helped Minnesota to build the capacity of rural WDA staff to increase the 

number of youth with disabilities participating in career pathways programs by 

implementing the Integrated Resource Team (IRT) approach and the Guideposts for 

Success best practices framework into service delivery. This success prompted the 

ÄÅÖÅÌÏÐÍÅÎÔ ÏÆ Á ÇÕÉÄÅ ÏÎ ÉÎÃÏÒÐÏÒÁÔÉÎÇ ÔÈÅ 'ÕÉÄÅÐÏÓÔÓ ÆÏÒ 3ÕÃÃÅÓÓ ÉÎÔÏ -ÉÎÎÅÓÏÔÁȭÓ 

Personal Learning Plan (PLP) process. The guide was developed to assist WDA staff 

when working with youth with disabilities  who have a Personal Learning Plan (PLP) or 

an Individualized Education Plan (IEP). The guide provides suggestions for integrating 

https://mn.gov/deed/programs-services/office-youth-development/youth-programs/youth-program.jsp
https://mn.gov/deed/programs-services/office-youth-development/youth-programs/youth-program.jsp
https://mn.gov/deed/programs-services/office-youth-development/youth-programs/youthbuild.jsp
https://mn.gov/deed/programs-services/office-youth-development/youth-programs/youthbuild.jsp
https://mn.gov/deed/programs-services/office-youth-development/special/grants/
https://mn.gov/deed/programs-services/office-youth-development/special/grants/
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the Guideposts for Success into student ILP activities for both in-school and out-of-

school youth. For more information on the DEI and the guide on incorporating the 

'ÕÉÄÅÐÏÓÔÓ ÆÏÒ 3ÕÃÃÅÓÓ ÉÎÔÏ -ÉÎÎÅÓÏÔÁȭÓ 0,0ȟ ÓÅÅ ÔÈÅ $ÉÓÁÂÉÌÉÔÙ %ÍÐÌÏÙÍÅÎÔ )ÎÉÔÉÁÔÉÖÅ 

weblink:  https://mn.gov/deed/programs -services/office-youth-

development/special/disability -employment-initiative/ . 

¶ DEED, DHS, and MAWB have worked in partnership since 2009 to serve teen parents 

receiving Minnesota Family Investment Program (MFIP) benefits or in TANF-eligible 

households. This partnership has leveraged over $7.3 million of TANF funds to provide 

work experience and work-readiness training for over 4,200 teen parents who were 

receiving MFIP benefits or younger youth who were MFIP recipients. The partnership 

addresses disparities in MFIP outcomes, especially the Work Participation Rate, for 

African American and American Indian participants. Many of the participants have little 

or no previous work experience and they develop work readiness skills through their 

participation in the project. Participants are assigned a youth counselor/case manager 

and receive labor market information highlighting in-demand industries and 

educational opportunities available in the region. Co-enrollment in the WIOA Youth 

Program and the Minnesota Youth Program, when appropriate, has contributed to the 

success of these projects.  

 

 Some of the industries that are introduced to youth include information 

technology, manufacturing, transportation, child care, and health care. Person-centered 

planning is a major key to success. The work experiences that youth receive are targeted 

to their specific career interest areas as much as possible to provide hands-on exposure 

to a field that is intriguing to them. Career readiness skills are assessed on the worksite 

by the worksite supervisors, allowing the youth to gauge their skill level with regards to 

industry -specific expectations and requirements. Financial literacy tools are used to 

help each youth navigate having a job and managing the earnings that follows. Co-

enrollment in the WIOA Youth Program and/or the Minnesota Youth Program as 

appropriate has contributed to the success of these projects.  
 

 The TANF project has enabled young adults, many of whom have significant 

barriers to obtaining and maintaining employment, to explore educational opportunities 

and fulfilling careers that will set them and their families up for lifelong success. In 2018, 

the DHS conducted an evaluation of the TANF Youth Project to examine implementation 

of the project and the experiences of the youth and service providers involved, lessons 

learned and challenges faced, and to propose recommendations for the future. The 

evaluation report and other TANF Youth Innovation resources and participant success 

stories can be found on the project webpage: https://mn.gov/deed/programs -

services/office-youth-development/special/tanf/ . 

  

Veterans  

¶ 4ÈÅ ÓÔÁÔÅȭÓ ÓÙÓÔÅÍ ÏÆ #ÁÒÅÅÒ&ÏÒÃÅ ÌÏÃÁÔÉÏÎÓ ÐÒÏÖÉÄÅÓ ÔÈÅ ÆÕÌÌ ÁÒÒÁÙ ÏÆ ÌÁÂÏÒ ÁÎÄ 

employment services to veterans around the state. Disabled Veteran Outreach Program 

Specialists (DVOPs) provide eligible veterans with employment services such as job 

matching and referral to posted job openings, vocational and career guidance, labor 

market information, plus workshops on resume preparation and conducting effective 

job searches. DVOPs also refer eligible and qualified veterans to appropriate WIOAɂ

https://mn.gov/deed/programs-services/office-youth-development/special/disability-employment-initiative/
https://mn.gov/deed/programs-services/office-youth-development/special/disability-employment-initiative/
https://mn.gov/deed/programs-services/office-youth-development/special/tanf/
https://mn.gov/deed/programs-services/office-youth-development/special/tanf/
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funded training programs and discretionary initiatives, as well as registered 

apprenticeship programs throughout the state. Local Veteran Employment 

Representatives (LVER) specialize in promoting veterans to employers, educating oneɂ

stop partners on current law, changing regulations, and the value veterans bring to an 

employer. DEED has recently hired multiple new staff to help support and grow 

veterans services, including staff with experience working with women veterans and 

American Indian veterans. A mobile CareerForce center with similar services provided 

at the One-Stop locations will begin making trips around the state in 2020, particularly 

in efforts to support American Indian communities. 

¶ Jobs for Veterans State Grants (JVSG) ɂ DVOP and LVER staff are funded through the 

JVSG and fulfill all responsibilities mandated by the grant programs. Services include the 

provision of intensive case management services to Chapter 31 Veterans, disabled 

veterans, homeless veterans, economically or educationally disadvantaged veterans, and 

veterans with "significant barriers to employment" as defined by the Department of 

Labor. 

¶ Additional Veterans Outreach ɂ JVSG grant staff also serves other populations of 

veterans in the State through Memoranda of Understanding (MOUs). Those populations 

include: 

¶ National Guard and Reserve members returning from overseas deployment. In 
particular, Virtual Job Fair Technology and social media are being utilized to connect 

ÁÎÄ ÁÓÓÉÓÔ ÔÈÉÓ ÇÒÏÕÐ ×ÉÔÈ ÖÅÔÅÒÁÎÓȭ ÒÅÓÏÕÒÃÅ ÓÉÔÅÓȟ ÓÅÒÖÉÃÅÓ ÁÃÃÅÓÓÅÄ ×ÈÉÌÅ ÔÈÅÙ ÁÒÅ ÓÔÉÌÌ 

overseas, and actual virtual job fairs when they return to this country. Minnesota also 

stages an annual Veterans Career Fair each *ÕÌÙȟ ×ÈÉÃÈ ÉÓ Ȱ(ÉÒÅ Á 6ÅÔÅÒÁÎȱ ÍÏÎÔÈ ÁÓ 

proclaimed by the Governor. 

¶ Service-connected disabled veterans, who are identified through various Veterans 
Service Organizations (VSO) such as Disabled American Veterans and VFWs, as well as 

outreach activities at Veteran Centers, Veterans Administration Medical Centers, and 

Community Based Outpatient Clinics. 

¶ Recently-separated veterans, who are identified at various reintegration events, job 

fairs, and through partner referrals. 

¶ Wounded and injured veterans, who are identified through the outreach activities of our 

$6/03ȟ ÌÏÃÁÌ 63/ȭÓȟ ÁÎÄ ÐÁÒÔÎÅÒ ÓÔÁÆÆ ÉÎ ÏÕÒ ÌÏÃÁÌ #ÁÒÅÅÒ&ÏÒÃÅ ÌÏÃÁÔÉÏÎ ÓÙÓÔÅÍȢ 

¶ Incarcerated veterans, who are identified and contacted through "in-reach" activities 

conducted within correctional facilities managed by DOC, and community based 

"halfway houses" and similar facilities. Minnesota has dedicated DVOP staff that serve 

veterans being released from correctional facilities, and those with a criminal history via 

this special initiative. 

¶ Homeless Veterans, who are served by DVOP Specialists, who work in partnership with 
the Homeless Veteran Reintegration Program to provide one-on-one employment 

assistance and supportive services to homeless veterans. These services may include 

resume and interviewing preparation, employment workshops, job clubs, job search 

assistance and job referrals. 

¶ Community based "Beyond the Yellow Ribbon" organizations are engaged through 
DVOP/LVER participation in "Beyond the Yellow Ribbon" committees covering 63 
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National Guard Armory communities. DEED Veterans Employment Representatives are 

required partners in these organizations comprised of public and private resources 

designed to support all veterans in the community. 

  

Individuals with Disabilities  

¶ Vocational Rehabilitation (VR) Services ɂ This program assists Minnesotans with 
significant disabilities to secure and maintain employment. Customers are people whose 

disabilities cause serious functional limitations in life, specifically in achieving an 

employment goal. More than 300 VR counselors, placement counselors, and VR techs 

work within the Minnesota CareerForce location System to deliver services that include: 

assessment, vocational evaluation, training, rehabilitation counseling, assistive 

technology, and job placement. Some customers may also receive postɂemployment 

assistance. Many of these services are delivered through collaborative partnerships 

between public and private providers. Coordination between programs will be 

supported by working and, as appropriate, formal partnership agreements with state 

community partners to create referral processes and jointly deliver services to 

customers, including customers from unserved and underserved populations. At the 

local level, VR will work with core and combined plan partners as well as other 

community resources, to reach out to unserved and underserved populations.The VR 

program receives both state and federal funding.  

¶ Disability Employment Initiative (DEI) Career Pathways  Disability Resources 
Coordinators work to strengthen partnerships with Vocational Rehabilitation, disability 

agencies, and employers and modify career pathway education and employment for 

individual success. The GWDB Disability Equity Committee will continue to serve as an 

entity to help evaluate projects and develop recommendations based on their outcomes. 

  

Adult Learners  

¶ Apprenticeship Programs ɂThe Minnesota Department of Labor & Industry (DLI) is 

ÃÏÍÍÉÔÔÅÄ ÔÏ ÓÕÐÐÏÒÔÉÎÇ -ÉÎÎÅÓÏÔÁȭÓ ÅÃÏÎÏÍÙ ÂÙ ÆÏÓÔÅÒÉÎÇ ÁÎÄ ÐÒÏÍÏÔÉÎÇ ×ÏÒËɂ

based career development through registered apprenticeship programs that provide 

structured training, development and credentialing of highly skilled employees. o 

Minnesota Apprenticeship Initiative ɂ In 2015, the U.S. Department of Labor awarded 

Minnesota a grant to expand registered apprenticeship into the industries of advanced 

manufacturing, agriculture, health care, information technology and transportation. 
DEED is administering the grant and DLI is engaging industry, labor, and communityɂ

based organizations to develop programs, including the creation of apprenticeships in 

30 new occupations. o Private Investment, Public Education, Labor and Industry 

Experience (PIPELINE) Project ɂThe PIPELINE Project was established by the 

Minnesota legislature in 2014 to expand dualɂtraining and apprenticeship programs in 

Minnesota. DLI was appropriated oneɂtime funds to convene industry experts, 

employers, higherɂeducation institutions, and labor to develop competency standards 

acceptable to advanced manufacturing, health care services, information technology, 

and agriculture industries. o Labor Education Advancement Program (LEAP) ɂ LEAP 

was established by DLI for the purposes of facilitating the participation of people of 

color, indigenous people and women in apprenticeshipɂable trades and occupations. 
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Grants appropriated by the legislature are distributed annually to communityɂbased 

organizations serving the targeted population. 

¶ Construct Tomorrow Program ɂ Partners with the state construction trades and 

Apprenticeship Coordinators Association bring to high schools a handsɂon experience 

which exposes young women and men to opportunities in the construction trades. 

¶ Minnesota Department of Education (MDE) ɂ As the entity responsible for 

management and oversight of Title II funds, MDE works collaboratively with partners 

within the Combined State Plan to ensure effective and efficient career pathways for 

Minnesotans. ABE transition coordinators and Local Workforce Development Area 

directors have developed strong partnerships and continue to convene meetings, 

identify opportunities for collaboration and planning, and host discussions aimed at 

meeting regional needs. This work was initially funded, in part, by the WIA Incentive 

funding that Minnesota received. The state invested much of these earnings into WIOA 

implementation to achieve better alignment and leveraging of resources and 

opportunities within the six regions in Minnesota. 

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYERS 

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYERS. DESCRIBE 

HOW THE ENTITIES CARRYING OUT THE RESPECTIVE CORE PROGRAMS, ANY COMBINED 

STATE PLAN PARTNER PROGRAM INCLUDED IN THIS PLAN, REQUIRED AND OPTIONAL 

ONE-STOP PARTNER PROGRAMS WILL COORDINATE ACTIVITIES AND RESOURCES TO 

PROVIDE COMPREHENSIVE, HIGH-QUALITY SERVICES TO EMPLOYERS TO MEET THEIR 

CURRENT AND PROJECTED WORKFORCE NEEDS AND TO ACHIEVE THE GOALS OF 

INDUSTRY OR SECTOR PARTNERS IN THE STATE. THE ACTIVITIES DESCRIBED SHALL 

CONFORM TO THE STATUTORY REQUIREMENTS OF EACH PROGRAM. 

The GWDB has established the Career Pathways Partnership (CPP) with membership 

representing the core partners and combined partners included in this plan. In addition, this 

partnership includes: MN Department of Corrections, MN Department of Labor and Industry, 

community-based organizations, philanthropic organizations, labor, local and regional 

workforce service providers, and private sector GWDB members. Previous sub-groups focused 

on customers (characteristics), resources (asset mapping), and communication (developing 

common language with employers). In 2020 and beyond, the CPP will be focusing on industry-

recognized credentialing and other alignment specific efforts. 

Outreach, alignment, and coordination of services is generally determined by the local and 

regional boards. Additionally, several local workforce board members serve on the GWDB. 

The GWDB, regional partnerships, and local boards continue to identify progress and share best 

practices through the GWDB committees, combined plan partners, and events or meetings held 

ÂÙ ÏÒ ÉÎ ÃÏÌÌÁÂÏÒÁÔÉÏÎ ×ÉÔÈ -!7"Ȣ 7ÈÉÌÅ -ÉÎÎÅÓÏÔÁȭÓ ÅÃÏÎÏÍÉÃ ÃÏÎÄÉÔÉÏÎÓ ÈÁÖÅ ÃÏÎÔÉÎÕÅÄ ÔÏ 

remain stable and improve overall since the last recession, employers continue to search for the 

skilled labor they need while many communities ɀ particularly those facing systemic or 

historical barriers to employment ɀ face disproportionate rates of unemployment, 

underemployment, and disparities relating to wages, wealth, and education. Minnesota is 

committed to building innovative practices at local, regional, and state levels to help business fill 

positions in demand while creating economic opportunities for more Minnesotans. System 

alignment progress is needed for existing programs and functions carried out by state agencies 

and across both secondary and postsecondary education, while innovative approaches and 

increased collaboration are needed across sectors. 
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Minnesota has several industry associations and/or partnerships including Minnesota Precision 

Manufacturing Association (represented on the GWDB), Health Education Industry Partnership, 

Central MN Manufacturing Association, and Minnesota State College and Universities Centers of 

Excellence. These partnerships further outreach, coordination, and better alignment within 

workforce and education and are critical to identifying industry-recognized and valued 

credentials leading to meaningful employment. The six regional plans have identified industry 

sectors which are or have established employer-led sector partnerships. The DEED online 

dashboard collects information on the success of many of these partnerships. The GWDB will be 

facilitating opportunities for these partnerships to develop more substantive potential policy 

changes or program pilots. 

DEED employs workforce strategy consultants that work with specific industry sectors and the 

six regions, while they work closely with designated Employer Navigators to best deliver 

employer services as well as communities and industries to support workforce attraction 

efforts, assist with larger job fair efforts, attend regional WIOA planning events, and help serve 

as a conduit between economic development and workforce development efforts.  They also 

support access to labor exchange services. 

The local boards are responsible for developing more specific strategies and approaches 

through their regional and local plans to guide their workforce development efforts. This local 

level coordination includes core programs, other state or federally required programs, 

economic development entities, and both secondary and postsecondary education. The 

strategies and approaches are aligned with and articulated through the six elements of a career 

pathways system and supported at the state level by each federal title administrator. 

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS 

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS DESCRIBE HOW THE 

34!4%ȭ3 342!4%')%3 7),, %.'!'% 4(% 34!4%ȭ3 #/--5.)49 #/,,%'%3 !.$ !2%! 

CAREER AND TECHNICAL EDUCATION SCHOOLS, AS PARTNERS IN THE WORKFORCE 

DEVELOPMENT SYSTEM TO CREATE A JOB-DRIVEN EDUCATION AND TRAINING SYSTEM. 

WIOA SECTION 102(B)(2)(B)(IV).  

  

-ÉÎÎÅÓÏÔÁ ÈÁÓ ÁÎ ÅÓÔÁÂÌÉÓÈÅÄ ÈÉÓÔÏÒÙ ÏÆ ÄÅÖÅÌÏÐÉÎÇ ÐÁÒÔÎÅÒÓÈÉÐÓ ×ÉÔÈÉÎ ÅÄÕÃÁÔÉÏÎȢ -ÉÎÎÅÓÏÔÁȭÓ 

Pathways to Prosperity program represents a strong partnership between Adult Basic 

Education, DEED, and other training institutions. This program demonstrates the coordination 

but also the alignment and leveraging of resources, including financial and human, to better 

serve individuals on a career path to academic achievement and employment. The Minnesota 

legislature initially funded P2P in State Fiscal Year 2016, and continued to appropriate funds for 

this program in 2017 and 2019.  Since its inception, P2P has served over 5,500 participants. 

This model exemplifies the six elements of the career pathway system and moves new 

programming into innovative ways to help more Minnesotans develop skills and 

obtain credentials. 

The Minnesota Department of Labor and Industry (DLI), DEED, MDE, and several state 

community colleges in the Minnesota State Colleges and Universities system have developed 

partnerships with industry to implement programs for youth and adults in dual-enrollment 

apprenticeship programs funded by state and federal funds (including non-traditional 

ÏÃÃÕÐÁÔÉÏÎÓ ÉÎ -ÉÎÎÅÓÏÔÁȭÓ ËÅÙ ÉÎÄÕÓÔÒÙ ÓÅÃÔÏÒÓɊȢ 4ÈÅ ÓÕÃÃÅÓÓ ÏÆ ÔÈÅÓÅ ÓÔÒÏÎÇ ÐÁÒÔÎÅÒÓÈÉÐÓ ÁÒÅ 

ÅÖÉÄÅÎÃÅÄ ÔÈÒÏÕÇÈ ÔÈÅ ÏÕÔÃÏÍÅÓ ÉÎ -ÉÎÎÅÓÏÔÁȭÓ !ÐÐÒÅÎÔÉÃÅÓÈÉÐ 'ÒÁÎÔȟ -!)ȟ 0ÉÐÅÌÉÎÅ ÐÒÏÊÅÃÔȟ 

DEI grants, and sector partnerships like the Healthcare Education Industry Partnership (HEIP).  
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Educational Initiatives  

Minnesota is currently participating in several national grants and initiatives to align higher 

education and workforce needs:  

Minnesota received an Educate for Opportunity grant from the National Governors Association 

and Strata Education Network to support training initiatives for adult learning. The Minnesota 

team will receive technical assistance from NGA over the course of 18 months to refine their 

data-driven approaches to anticipating and meeting future workforce needs. Core team 

participants include representatives from the Office of Governor Tim Walz, OHE, DEED, DLI, 

MDE and Minnesota State. 

Minnesota was selected to participate in the State Higher Education Executive Officers 

Association (SHEEO) Communities of Practice to align postsecondary education and the 

workforce. This initiative will provide an opportunity for states to explore best practices to align 

educational output with workforce demand, define and measure credentials of value, and 

increase capacity to utilize linked postsecondary and workforce data. Participants include 

representatives from DEED, Minnesota State, the University of Minnesota and a private 

postsecondary institution.  

Minnesota was also selected to participate in the WIOA Credential Attainment Cohort, a 

ÇÁÔÈÅÒÉÎÇ ÏÆ ÎÉÎÅ ÓÔÁÔÅÓ ÒÅÃÅÉÖÉÎÇ ÔÅÃÈÎÉÃÁÌ ÁÓÓÉÓÔÁÎÃÅ ÆÒÏÍ $/,%4!ȟ -$%ȭÓ 2ÅÈÁÂÉÌÉÔÁÔÉÏÎ 

Services Administration and Office of Career, Technical, and Adult Education. The cohort is 

aimed at enhancing state efforts to determine which degrees, certificates, certifications, and 

licenses qualify as credentials using the parameters established in federal guidance. Participants 

include representatives from all core WIOA titles in Minnesota. 

  

  

Education and Workforce Al ignment   

Minnesota has a fully interoperable, enterprise-level data collection, reporting and analysis 

system that stores student data from pre-kindergarten through completion of postsecondary 

and into the workforce. These systems include: 

Te Statewide Longitudinal Education Data System (SLEDS), which is led by OHE and brings 

together data from MDE, DEED and OHE;  

The Early Childhood Longitudinal Data System (ECLDS), which is led by MDE and brings 

together data from MDE and the Minnesota Departments of Health (MDH) and Human Services 

(DHS). 

SLEDS brings together data from education and workforce to identify the most viable pathways 

for individuals in achieving successful outcomes in education and work. It is used to inform 

decisions to support and improve education and workforce policy and assist in creating a more 

seamless education and workforce system for all Minnesotans. The general purpose of the 

3,%$3 ÓÙÓÔÅÍ ÉÓ ÔÏ ÉÄÅÎÔÉÆÙ ÁÎÄ ÁÎÁÌÙÚÅ ÔÈÅ τ 0ȭÓ ÏÆ -ÉÎÎÅÓÏÔÁȭÓ ÅÄÕÃÁÔÉÏÎ ÁÎÄ ×ÏÒËÆÏÒÃÅ 

systems:  

Pathways: The movement of individual students between K-12, higher education, and 

workforce 



Page 78 

Progress: The benchmarks transition points students meet or fail to meet 

Predictors: The characteristics or patterns that help explain which students succeed and which 

do not 

Performance: The alignment of education and workforce for individual success   

In 2015, Minnesota received a 4-year national SLDS grant through the Institute for Education 

Sciences (IES) with a focus on early learning and college and career. The grant projects 

expanded SLEDS use to better inform and improve education programming, policies and 

resource allocation decisions. The projects supported increased use of SLEDS, improve key 

ÓÔÁËÅÈÏÌÄÅÒÓȭ ÄÁÔÁ ÌÉÔÅÒÁÃÙ ÁÎÄ ÁÄÄÅÄ ÌÉÎËÁÇÅÓ ÔÏ ÉÍÐÏÒÔÁÎÔ ÁÄÄÉÔÉÏÎÁÌ ÄÁÔÁȢ  

The cross-agency teams also submitted a 2019 SLDS grant proposal, with a focus on equity. 

Proposed projects would include the development of a cross-agency education and employment 

dashboard, the complete integration of WIOA Title III and Title IV data, new data sources to 

track and measure non-educational credentials 

  

State Educational Attainment Goal   

In 2015, the Minnesota Legislature set in statute the goal of 70 percent or more of Minnesota 

residents ages 25 to 44 to hold a postsecondary degree or certificate by 2025. This law 

emphasized the importance of achieving comparable attainment rates across all race and 

ethnicity groups. OHE is tasked with reporting on progress towards this goal annually, with 

progress reports by race and ethnicity groups.  

DEED serves as a key stakeholder in this effort to increase educational attainment levels 

because of our role in administering workforce training programs for adults and youth with 

barriers to entry, particularly those from communities of color. Approximately 37 percent of 

CareerForce customers do not have education beyond a high school diploma or GED. Providing 

customers access to education and training opportunities ɀ including information on the 

ÅÄÕÃÁÔÉÏÎ ÒÅÑÕÉÒÅÄ ÆÏÒ -ÉÎÎÅÓÏÔÁȭÓ ÃÕÒÒÅÎÔ ÁÎÄ ÆÕÔÕÒÅ ÉÎ-demand jobs ɀ will support the state 

attainment goal.  

  

Transparency of Education al Outcomes 

In 2015, the Minnesota Legislature also set in statute the higher education reporting 

requirements for institutions that participate in state financial aid programs administered by 

OHE. These requirements included enrollment and graduation data; financial aid information; 

cumulative debt of graduates by race and ethnicity, gender, and income; persistence and 

completion; and employment and wage outcomes. 

DEED remains a key partner with OHE in this push towards transparency of educational 

outcomes. Data on institution-level employment and wage outcomes by program of study (i.e. 

major) are produced by DEED and displayed in the Graduate Employment Outcomes 

(https://mn/gov/deed/geo  ) tool, a product of the Labor Market Information Office. 

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING PROVIDERS 

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING PROVIDERS. 

$%3#2)"% (/7 4(% 34!4%ȭ3 342!4%')%3 7),, %.'!'% 4(% 34!4%ȭ3 /4(%2 

EDUCATION AND TRAINING PROVID%23ȟ ).#,5$).' 02/6)$%23 /. 4(% 34!4%ȭ3 

https://mn/gov/deed/geo
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ELIGIBLE TRAINING PROVIDER LIST, AS PARTNERS IN THE WORKFORCE DEVELOPMENT 

SYSTEM TO CREATE A JOB-DRIVEN EDUCATION AND TRAINING SYSTEM. 

  

By design, the GWDB represents members from not only public postsecondary institutions but 

ÁÌÓÏ ÐÒÉÖÁÔÅ ÐÏÓÔÓÅÃÏÎÄÁÒÙȟ ÃÁÒÅÅÒ ÔÅÃÈÎÉÃÁÌ ÅÄÕÃÁÔÉÏÎȟ ÁÎÄ Ô×Ï ȰÏÔÈÅÒȱ ÅÄÕÃÁÔÉÏÎȾÔÒÁÉÎÉÎÇ 

representatives (K-12 Superintendent and secondary/postsecondary vocational education) to 

be inclusive and ensure engagement. 

The GWDB has a standing Operations Committee representing members of the board from 

education, labor, and community-based organizations to serve as the liaison and voice for these 

stakeholders. The Operations Committee is responsible for the oversight, review, evaluation, 

and approval of the education and training provider list. The Operations Committee also 

ensures the accessibility of the ETPL, and reviews the first draft of the WIOA State Plan and 

Annual Report before they are sent to the full GWDB 

MAWB, representing the 16 local workforce development areas, holds Operations Committee 

meetings monthly for discussion, presentations, and opportunity sharing. These meetings 

provide an open forum to specifically address services to meet the education and training needs 

of individuals. MAWB has established committees to address service delivery, business services, 

equity, and legislative agendas. The committees also ensure alignment and transparency. Staff 

from DEED and GWDB attend most of these monthly meetings to provide updates and 

opportunities for state staff and local board staff to communicate regularly, while other core 

program partners also attend these monthly meetings at times. 

All education and training providers are essential to providing a skilled workforce to meet the 

needs of employers. The goals and strategies for a Career Pathway system do not make a 

distinction in this area and apply to other education and training providers. Based on regional 

industry needs and the selected career pathway occupations, all related providers will be 

engaged. Additionally, these institutions may participate in the eligible training provider listing 

service if they meet the criteria. 

G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS 

G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS 

$%3#2)"% (/7 4(% 34!4%ȭ3 342!4%')%3 7),, %.!",% 4(% 34!4% 4/ ,%6%2!'% /4(%2 

FEDERAL, STATE, AND LOCAL INVESTMENTS THAT HAVE ENHANCED ACCESS TO 

WORKFORCE DEVELOPMENT PROGRAMS AT THE ABOVE INSTITUTIONS, DESCRIBED IN 

SECTION (E). 

Minnesota has several initiatives underway that leverage multiple resources across programs 

ÁÎÄ ÐÁÒÔÎÅÒÓȢ -ÉÎÎÅÓÏÔÁȭÓ &ÁÓÔ42!# ÐÒÏÇÒÁÍ ÁÎÄȟ ÎÏ×ȟ ÉÔÓ 0ς0 ÐÒÏÇÒÁÍȟ ÌÅÖÅÒÁÇÅ ÁÎÄ ÂÒÁÉÄ 

funding from federal, state, philanthropic, and local investments from DEED, Adult Basic 

Education, DHS, Minnesota State, and philanthropic funders. These programs align and leverage 

customized training programs and academic programming at Minnesota State community 

ÃÏÌÌÅÇÅÓ ÁÃÒÏÓÓ -ÉÎÎÅÓÏÔÁȢ )Î ÁÄÄÉÔÉÏÎȟ -ÉÎÎÅÓÏÔÁ 3ÔÁÔÅȭÓ #ÅÎÔÅÒÓ ÏÆ %ØÃÅÌÌÅÎÃÅ ÉÎ ËÅÙ ÉÎÄÕÓÔry 

sectors including agriculture, health care, IT, manufacturing, energy, and engineering are a 
referral network to workforce and the private sector and align resources to best serve 

individuals who may already be co-enrolled in a federal or state funded program. DEED and DLI 

are state agency partners in a DOL apprenticeship funded initiative that aligns and leverages 

resources within higher education and other workforce programs. DEED and DHS coordinate 
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and leverage resources to better serve SNAP E & T recipients through career pathways models 

which build on career pathways opportunities within postsecondary. 

%ÁÃÈ ÏÆ -ÉÎÎÅÓÏÔÁȭÓ ÓÉØ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÒÅÇÉÏÎÓ ÄÅÖÅÌÏÐÅÄ 2ÅÇÉÏÎÁÌ 0ÌÁÎÓ ÍÏÓÔ ÒÅÃÅÎÔÌÙ 

in 2018 during the revision of the last WIOA State Plan and corresponding local and regional 

updates. Each of the six regional plans identified key industry sectors and helped lay the 

groundwork for ongoing employer-led sector partnerships. These partnerships vary greatly 

across sectors and regions but they are vital in developing local and regional workforce 

strategies that are actually backed by industry leaders. For region-encompassing plans to be 

successful, the outcome of this work is also dependent on bringing together stakeholders from 

workforce development, education, economic development, philanthropic communities, and 

leaders from the private sector to become invested in the career pathways model and the local 

or regional implementation of such models. 

The Minnesota Job Skills Partnership (MJSP) program provides state funding for low-wage 

workers and the incumbent workforce in key industry sectors. This funding is awarded to 
training and education providers. Program eligible individuals are co-enrolled in multiple 

programs to ensure successful outcomes for skill development and meaningful employment. 

In 2017, the Minnesota State Legislature established funding for five Greater Minnesota Rural 

Career Counseling Coordinators, RC3, over two years. The RC3s provide a connection to 

businesses, secondary and higher education, and other workforce stakeholders. They provide 

services to job seekers through better coordination and access to resources. The impact of their 

efforts is reported to the Minnesota Legislature which includes their outcomes on the value of 

sector strategies, work-based learning opportunities, and how career pathways models are 

implemented in the region.  

Early indicators of their impact is evident throughout the organizing and development of the six 

regional plans. These coordinators were able to prioritize the development and building the 

regional relationships. This work included bringing together key stakeholders in the regions to 

begin to develop strategies to focus on the six elements in this plan. This work continues to be 

focused on the first three elements in this plan ɂ business and community engagement and 

customer-focused design. The outcomes of their efforts will provide a perspective on the 

successes of career pathways models to assist the state board, state agencies and local boards 

with understanding what the access issues are and how coordination could be improve. This 

effort focuses on greater Minnesota and is being overseen by the local workforce development 

boards. 

The Minnesota Youth Program (MYP) provides short-term, contextualized and individualized 

training services for at-risk youth, ages 14 to 24. Coordinated at the local level by the Workforce 

Development Boards/Youth Committees, MYP eligibility criteria is more flexible (inclusive) than 

the WIOA Youth Program. MYP serves an extremely disadvantaged group of young men and 

women: participants have multiple challenges such as substance abuse, criminal records, mental 

health issues, and cognitive learning limitations, in addition to being poor. The Higher Education 

Career Advisors Pilot Project (HECAP) funded by the Minnesota State Legislature provides 

funding to focus on assistance to high schools through career exploration and helps students see 

connections between their education and future careers. HECAP builds on the work of local 

workforce development boards by using labor market information data and the connections to 

careers in demand industry sectors. 

The eligible training provider list is another component to increasing access through better 

informed choice by job seekers. The ETPL provides job seekers and counselors with the 
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information they need to make wise investments in training. The performance outcomes mirror 

the core WIOA Title I performance metrics: employment (second quarter after exit), 

employment retention (fourth quarter after exit), median earnings (second quarter after exit), 

credential attainment, measurable skills gain and effectiveness in serving employers. 

H. IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS 

(Ȣ )-02/6).' !##%33 4/ 0/343%#/.$!29 #2%$%.4)!,3 $%3#2)"% (/7 4(% 34!4%ȭ3 

STRATEGIES WILL IMPROVE ACCESS TO ACTIVITIES LEADING TO RECOGNIZED 

POSTSECONDARY CREDENTIALS, INCLUDING REGISTERED APPRENTICESHIP 

CERTIFICATES. THIS INCLUDES CREDENTIALS THAT ARE INDUSTRY-RECOGNIZED 

CERTIFICATES, LICENSES OR CERTIFICATIONS, AND THAT ARE PORTABLE AND 

STACKABLE. 

  

-ÉÎÎÅÓÏÔÁȭÓ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÒ ÁÎÄ )ÎÄÕÓÔÒÙ ɉ$,)Ɋ ÉÓ -ÉÎÎÅÓÏÔÁȭÓ ÁÇÅÎÃÙ ÒÅÓÐÏÎÓÉÂÌÅ ÆÏÒ 

expanding registered apprenticeships in Minnesota. DEED is collaborating with the Department 

of Labor and Industry to align workforce needs along with other statewide workforce partners. 

DLI is the lead state agency in developing apprenticeships in non-traditional industry sectors in 

partnership with the core partners in this plan. In addition, DLI is also the lead agency in 

identifying and establishing apprenticeships that may lead to registered apprenticeships. 

-ÉÎÎÅÓÏÔÁȭÓ -!) ÇÒÁÎÔ ÄÅÍÏÎÓÔÒÁÔÅÓ ÔÈÅ ÅÆÆÅÃÔÉÖÅÎÅÓÓ ÏÆ ÔÈÅ ÄÅÖÅÌÏÐÍÅÎÔ ÏÆ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐÓ ÉÎ 

non-traditional sectors. 

The Minnesota PIPELINE (Private Investment, Public Education, Labor and Industry 

Experience) Project was established by the Minnesota Legislature in 2014 to expand dual-

training in Minnesota. In 2015, additional legislation was passed to create a grant program to 

help employers develop dual-training programs. Dual training is work-based career 

development training. Registered apprenticeship is a nationally recognized and state-approved 

type of dual-training overseen by DLI. Dual-training has three components: employment in a 

dualɂtraining occupation; structured on-the-job training of occupation-specific competencies; 

and related instruction in industry-sector technical competencies. 

The development of industry-recognized competency standards is a core component of the 

PIPELINE Project. The Legislature required DLI to develop competency standards in the 

following four industries: advanced manufacturing, agriculture, health care services, and 

information technology. DLI assists groups of industry-technical experts to develop 

occupational competency standards for the PIPELINE Industry Council identified occupations. 

Competency Councils review and validate the foundational competencies for each occupation 

including personal effectiveness, academic, workplace and industry-wide competencies using 

modified versions of the U.S. DOL occupational competency pyramids. Using their technical 

expertise, the members of the competency council identify Industry Sector Technical 

Competencies for each occupation. These competencies are typically those that will be provided 

during the related instruction component of dual-training. 

Competency council members identify the occupation-specific competencies for each 

occupation. These competencies are typically gained during the on-the-job training component 

of dualɂtraining. A critical component in the development of industryɂvalued competency 

standards is to acknowledge that each individual employer will also provide employer-specific 

training to its employees. Each of the PIPELINE occupational competency standards templates 

(above, right) includes space for individual employers to reflect their own training needs as part 

of a broader industry-based dual-training program. All of the competencies developed by the 
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competency councils are validated and used to develop baseline occupational competency 

standards templates. 

More than 552 industry leaders are engaged in the PIPELINE Project at this time. Occupational 

competency standards are developed and validated for 22 occupations, including at least three 

occupations for each industry. There have been 346 dual training participants in the pipeline 

project. DLI is responsible for the oversight and reporting of the outcomes to the Minnesota 

Legislature. Employers, including dual-training  grantees, are receiving technical assistance in 

the creation of new dual-training programs and registered apprenticeship programs. DLI has 

created a dual-training tool -kit available on its website at www.dli.mn.gov/pipeline.asp. Each 

industry council has begun the development of an outreach, exposure and awareness plan to 

promote dual-training to workers and students. 

In early program year of 2015, Minnesota received $5.75 million to support dislocated workers 

through the job-driven national Dislocated Worker grant program. A component of this grant is 

to award academic credit and ɂin many cases ɂ credentials for completion of on-the-job, 
work -based, and apprenticeship training. DEED also received a $5 million grant to serve 1000 

apprentices. This funding serves as seed money. The employers bear the primary costs of 

training and salaries for apprentices. Further, Minnesota is looking for ways to award academic 

ÃÒÅÄÉÔ ÆÏÒ ÔÈÅ ÃÏÍÐÌÅÔÉÏÎ ÏÆ ÓÔÅÐÓ ÏÆ ÁÐÐÒÅÎÔÉÃÅÓÈÉÐȢ -ÉÎÎÅÓÏÔÁȭÓ ÐÏÌÉÃÙ ÏÆ ͼ7)/! ÃÅÒÔÉÆÙÉÎÇͼ 

only those training programs that result directly in an industry-recognized credential narrows 

the scope of training programs and ensures that participants receive training valued by 

employers. 

Non-profits and community-based organizations that partner with DEED to support job seekers 

continue to design short-term credentialed training opportunities. Because training is less time 

intense, more job seekers are likely to complete the training. These workforce system partners 

have worked diligently with industry credentialing groups and academic institutions to ensure 

their shorter -term training results in portable, transferable, recognized credentials. 

A major priority of the GWDB Career Pathways Partnership in 2020 will be to assist in helping 

develop standards, guidelines, or other recommendations related to increased development and 

expansion of industry recognized credentials. Additionally, the State of Minnesota was recently 

awarded the Educate for Opportunity grant through the National Governors Association and 

Strada to help with the development of an expanded credentialing system. Staff from the 

'ÏÖÅÒÎÏÒȭÓ /ÆÆÉÃÅȟ /(%ȟ $%%$ȟ -ÉÎÎÅÓÏÔÁ 3ÔÁÔÅ #ÏÌÌÅÇÅÓ ÁÎÄ 5ÎÉÖÅÒÓÉÔÉÅÓȟ -$%ȟ -. /ÆÆÉÃÅ ÏÆ 

Management and Budget, and the MN Department of Labor and Industry are all participating in 

the work of this grant and related credentialing efforts. 

I. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES 

I. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES. DESCRIBE HOW THE 

ACTIVITIES IDENTIFIED IN (A) WILL BE COORDINATED WITH ECONOMIC DEVELOPMENT 

ENTITIES, STRATEGIES AND ACTIVITIES IN THE STATE. 

  

$%%$ ÏÖÅÒÓÅÅÓ ÔÈÅ ÓÔÁÔÅȭÓ ×ÏÒËÆÏÒÃÅ ÄÅÖÅÌÏÐÍÅÎÔ ÓÙÓÔÅÍ ÁÎÄ is home to a majority of the 

ÐÒÏÇÒÁÍÓ ×ÉÔÈÉÎ 7)/!Ȣ 4ÈÅ ÁÇÅÎÃÙ ÉÓ ÁÌÓÏ ÒÅÓÐÏÎÓÉÂÌÅ ÆÏÒ -ÉÎÎÅÓÏÔÁȭÓ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ 

initiatives, including business finance programs, business expansion incentive programs, export 

and trade promotion, and a variety of education and technical services for small businesses. 

$%%$ȭÓ ÂÕÓÉÎÅÓÓ ÄÅÖÅÌÏÐÍÅÎÔ ÒÅÐÒÅÓÅÎÔÁÔÉÖÅÓ ÌÏÃÁÔÅÄ ÔÈÒÏÕÇÈÏÕÔ ÔÈÅ ÓÔÁÔÅ ÐÒÏÖÉÄÅ ÁÓÓÉÓÔÁÎÃÅ 

and solutions to businesses locating or expanding in Minnesota. Theses representatives work 
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directly with busin ess and identify and connect available resources including workforce 

solutions. These representatives work directly with DEED staff located in the CareerForce 

locations to identify potential resources to meet the employer needs. By state law all economic 

development projects funded by state resources must coordinate with a CareerForce location to 

post any new or vacant positions. The Minnesota Trade Office in addition to the business 

development representatives have expertise in key industry sectors. The staff understands the 

needs of these industries and markets specifically to attract and retain these businesses. The 

business development representatives serve as a liaison to support regional initiatives and 

strategies critical to their regional economies. 

The Minnesota Jobs Skills Partnership (MJSP) program administered by DEED works 

strategically with businesses and educational institutions to train or retrain workers, expand 

work opportunities, and keep highɂquality jobs in the state. The MJSP Board also has statutory 

authority over the state and federal Dislocated Worker Program (DWP), which provides 

training and services to laid-off Minnesota workers who meet specific eligibility requirements. 

By state law, DEED is responsible for supporting the GWDB. The GWDB works in alignment with 

the MJSP board. Four of the GWDB members also serve on the MJSP board to ensure that we are 

meeting our goals and avoiding duplication in programming or investments. 

In addition, the GWDB and DEED senior leaders meet regularly to discuss workforce challenges 

for Minnesota businesses and identify new opportunities to help companies. The Workforce 

Housing Development Program is an outgrowth of that collaboration. The program targets the 

lack of affordable housing in Greater Minnesota, which makes it difficult for businesses to 

attract the workers they need. 

Many of DEED state-funded business financing programs address the common vision of 

workforce development of providing Minnesotans with meaningful employment at family-

sustaining wages. 

¶ Minnesota Job Creation Fund  ɂ This program encourages capital investment and 

high-wage job creation in key industries throughout the state. The program provides 

financial benefits to expanding business that spend at least $500,000 in real property 

improvements with one year, create at least 10 new full-time positions that meet 

compensation requirements within two years, and possess expansion outside the state. 

In SFY 2015, $11.65 million in state dollars were awarded, with 1,620 projected jobs 

created. All financing is performance-based and provided as business meet capital 

investment and job creation thresholds. 

¶ Minnesota Investment Fund  ɂ This program provides financing that creates and 

retains highɂquality jobs, with a focus on industrial, manufacturing, and technology-

related industries, to increase the local and state tax base and improve economic vitality 

for all Minnesota citizens. 

¶ Grants are awarded to local units of government who provide loans to assist new and 
expanding businesses. Cities, counties, townships and recognized Indian tribal 

government are eligible. All projects must meet minimum criteria for private 

investment, number of jobs created or retained, and waged paid. In SFY 2015, $7.9 

million in state dollars were awarded, with an estimated 1,106 jobs created or retained. 
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Several state-funded business financing programs directly target communities of color in 

Minnesota: 

¶ Minnesota Angel Tax Credit Program  ɂ Minnesota's Angel Tax Credit provides a 25-

percent credit to investors or investment funds that make equity investments in startup 

companies focused on high technology, new proprietary technology, or a new 

proprietary product, process or service in specified fields. In 2019, $5 of the total of $10 

million in funding is reserved for people of color, indigenous and women owned & 

managed businesses, and businesses located in Greater Minnesota 

¶ Launch Minnesota  Launch Minnesota Innovation Grants are targeted to the most 

promising innovative scalable technology businesses in Minnesota. The goal is to help 

reduce the risk for Minnesota technology startups and entrepreneurs, who are solving 

ÐÒÏÂÌÅÍÓ ÁÎÄ ÇÒÏ×ÉÎÇ ÏÕÒ ÓÔÁÔÅȭÓ ÉÎÎÏÖÁÔÉÏÎ ÅÃÏÓÙÓÔÅÍȢ 4ÈÅ ÁÐÐÌÉÃÁÔÉÏÎ ÐÒÏÃÅÓÓ ÉÓ ÎÏ× 

open for three types of Innovation Grants. Startups located in Greater Minnesota, as well 

as businesses owned by women, veterans, or people of color are given increased 

consideration. 

¶ Minnesota Indian Business Loan Program  ɂ This program supports the 
development of Indian-owned and -operated businesses and promotes economic 

opportunities for Native American people throughout Minnesota. Eligible applicants 

must be enrolled members of a federally recognized Minnesota-based band or tribe. 

Each band or tribe is allocated funds from the program based on the number of enrolled 

members. DEED administers the program and services the loans, while the appropriate 

tribal council approves loan applications. In SFY 2019, 2 projects were approved, with 

$85,766 in loan amounts. . 

¶ Minnesota Emerging Entrepreneur Loan Program  ɂ This program supports the 
growth of businesses owned and operated by people of color or indigenous people, low-

income persons, women, veterans and/or persons with disabilities. DEED provides 

grant funds to a network of nonprofit lenders which use these funds for loans to start-up 

and expanding businesses throughout the state. The program has additional goals of 

providing jobs for people of color, indigenous people and/or low-income persons, 

creating and strengthening business enterprises owned by people of color or indigenous 

people, and promoting economic development in low-income areas. In SFY 2019, 47 

projects were approved with $1.16M in loans granted. 

The nine Regional Development Commissions (RDC) in Minnesota were established to provide 

technical assistance to the local units of government in their region. While RDCs perform a 

variety of unique services based on the needs of their region they intentionally align and 

collaborate with stakeholders in the workforce system and often serve as local workforce 

development board members. 

Through the establishment of the six workforce development regions and approval of six 

regional plans, the coordination and alignment is also heightened. The six elements in this plan, 

in particular, the first three identify the opportunity and the need for local and regional 

economic development organizations to be aligned and integrated into the reginal workforce 

development plans. Regional economies are dependent on a future skilled workforce and 

strategies that develop the skills and training needed for industry to thrive. The coordination 

and leadership from economic development is evident in the regional governance structures 

and their participation in these plans. 
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The six workforce development regions, and their corresponding regional plans that are 

modeled after the WIOA State Plan, helps the coordination and alignment of programs and 

efforts between the state and regional levels. Local and regional workforce development board 

structures include members representing professional economic development, which helps 

ensure alignment between economic and workforce development. Additionally, leadership at 

DEED under the new administration has begun making structural changes to better align 

workforce and economic development, some of which remains to be determined. 

B. STATE OPERATING SYSTEMS AND POLICIES 

Content deleted per federal reviewer. 

1. THE STATE OPERATING SYSTEMS THAT WILL SUPPORT THE IMPLEMENTATION OF THE 

34!4%ȭ3 342!4%')%3Ȣ  THIS MUST INCLUDE A DESCRIPTION OFɀ 

  

A. STATE OPERATING SYSTEMS THAT SUPPORT COORDINATED IMPLEMENTATION OF 

STATE STRATEGIES (E.G., LABOR MARKET INFORMATION SYSTEMS, DATA SYSTEMS, 

COMMUNICATION SYSTEMS, CASE-MANAGEMENT SYSTEMS, JOB BANKS, ETC.). 

DEED houses several data systems that work together to advance the statewide strategy, by 

providing necessary information to make dataɂdriven decisions, monitor and track our 

interactions with employer and job-seeking customers, and to communicate effectively with 

external audiences. 

Labor Market Information  

4ÈÅ ÓÔÁÔÅȭÓ ,ÁÂÏÒ -ÁÒËÅÔ )ÎÆÏÒÍÁÔÉÏÎ ɉ,-)Ɋ ÏÆÆÉÃÅ ÇÁÔÈÅÒÓȟ ÁÎÁÌÙÚÅÓȟ ÁÎÄ ÄÉÓÓÅÍÉÎÁÔÅÓ ÅÃÏÎÏÍÉÃ 

ÄÁÔÁ ÏÎ -ÉÎÎÅÓÏÔÁȭÓ ÂÕÓÉÎÅÓÓ ÃÏÍÍÕÎÉÔÙȟ ×ÏÒËÆÏÒÃÅȟ ÁÎÄ ÊÏÂ ÍÁÒËÅÔȢ )Ô ÁÌÓÏ ÐÒÏÖÉÄÅÓȡ 

¶ Key economic indicators 

¶ Employment projections 

¶ Job vacancy data 

¶ Regional and statewide industry and workforce analysis 

¶ Information and tools to help individuals make informed career decisions 

Key customers include businesses, job seekers, students, economic developers, education and 

training planners, workforce development professionals, policymakers, researchers and 

economists, government entities, media, and the general public. 

For job seekers and career counselors specifically, the office has developed web tools that 

combine a range of data relevant to career decision-making:  

¶ The My Goals and Experience feature on CareerForceMN.com provides a wide range of 
occupational information, including wages, current and future demand, education and 

training resources, and job opportunities. It also provides the Eligible Training Provider 

listings, including WIOAɂcertified trainings. 

¶ The Regional and industry pages on CareerForceMN.com provide easier access to local 
and regional employment information. Regional pages provide local wage, demand and 

ÏÔÈÅÒ ÉÎÆÏÒÍÁÔÉÏÎ ÆÏÒ ÅÁÃÈ ÏÆ -ÉÎÎÅÓÏÔÁȭÓ ÓÉØ ÒÅÇÉÏÎÓȟ ÁÓ ×ÅÌÌ ÁÓ ×ÏÒËÆÏÒÃÅ-related blog 

and news content specific to each region. 
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¶ The Graduate Employment Outcomes tool on mn.gov/deed shows how many Minnesota 

college graduates found jobs and at what wages. Outcomes are available at an institution 

and program of study level. 

¶ The Cost of Living tool on mn.gov/deed provides a yearly estimate of the basicɂneeds 
cost of living in Minnesota by county, region, and statewide. The tool can be customized 

by family size and number of workers. 

4ÈÅ ,ÁÂÏÒ -ÁÒËÅÔ )ÎÆÏÒÍÁÔÉÏÎ ÏÆÆÉÃÅȭÓ ÔÅÌÅÐÈÏÎÅ ÁÎÄ ÅÍÁÉÌ ÈÅÌÐÌÉÎÅ ÒÅÓÐÏÎÄ ÔÏ ÔÈÏÕÓÁÎÄÓ ÏÆ 

data and information requests per year. A team of six regional labor market analysts, stationed 

within Local Workforce Development Areas, give hundreds of public presentations every year 

on economic conditions, workforce issues and key industries to key internal and external 

stakeholders. They also provide analytical and grant-writing support on demographic and labor 

force topics, and customized support to organizations involved in regional planning. 

To leverage existing career information tools ɂ and to meet the requirements of WIOA to 

maintain and publish lists of eligible training providers and programs ɂ DEED built an 

integrated Eligible Training Provider List (ETPL) database and an online Career and Education 

Explorer tool, which launched in 2016. 

The ETPL Training Provider Portal is a secure database and data entry portal to house and 

ÍÁÉÎÔÁÉÎ -ÉÎÎÅÓÏÔÁȭÓ ÏÆÆÉÃÉÁÌ %40,Ȣ 4ÈÉÓ ÐÏÒÔÁÌ ÉÓ ÁÖÁÉÌÁÂÌÅ ÔÏ ÔÒÁÉÎÉÎÇ ÐÒÏÖÉÄÅÒÓ ×ÈÏ ÍÅÅÔ ÔÈÅ 

requirements for listing in Minnesota and it allows trainers to manage their own program 

listings. By policy, training providers will be required to validate the accuracy of their program 

data every two-years. 

The Career and Education Explorer web tool allow the public to search for educational 

opportunities in Minnesota, including those that result in an industry-recognized credential. 

Enhanced labor market data is provided to allow users to explore occupations and to find 

related training opportunities. 

  

Customer Data Systems 

-ÉÎÎÅÓÏÔÁ7ÏÒËÓȢÎÅÔ ÉÓ ÃÕÒÒÅÎÔÌÙ $%%$ȭÓ ÏÎÌÉÎÅ Óystem for helping job seekers find work and 

employers fill job vacancies. The MinnesotaWorks.net system collects data on employer and job 

seeker account characteristics, demographics, numbers of job openings and resumes, and web 

analytics. The data helps us better understand the needs of job seekers, businesses and 

industries and to guide the direction and focus of future outreach activities, developments and 

ÓÔÒÁÔÅÇÉÅÓȢ 4ÈÉÓ ÄÁÔÁ ÉÓ ÁÌÓÏ ÈÅÌÐÉÎÇ ÇÕÉÄÅ ÅØÐÌÏÒÁÔÉÏÎ ÏÆ ÕÐÄÁÔÉÎÇ -ÉÎÎÅÓÏÔÁȭÓ ÌÁÂÏÒ ÅØÃÈÁÎÇÅ 

system to be more mobile-friendly, accessible and secure. The MinnesotaWorks.net website was 

launched in 2007 and there have been significant advancements in technology in the 

intervening years. One option being explored is the integration of labor exchange and reporting 

functionality within the new DEED managed website, CareerForceMN.com. CareerForceMN.com 

was built thanks to funding provided by a federal Workforce Innovation Fund grant awarded in 

2015. 

The MinnesotaWorks.net quantitative performance data helps to inform the work of Workforce 

Strategy Consultants and other CareerForce staff, as well as Local Workforce Development Area 

leadership.. 

MinnesotaWorks.net is used by job seekers to register for services, by local CareerForce staff to 

create workshop listings for registration and track workshop attendance and other reportable 

https://mn.gov/deed/
https://mn.gov/deed/
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customers services they have provided, and by management to create and analyze activity 

reports. 

Customers using computers in CareerForce location log in to MinnesotaWorks.net, which 

captures volume and activity patterns in the Career Labs. 

MinnesotaWorks.net is currently the sole source of this information that is needed to generate 

the federal WagnerɂPeyser reports, gather data needed for cost allocation plans, and many 

other internal planning and performance activities. For instance, data on usage rates and 

customer characteristics are used to more effectively and efficiently plan for and provide 

appropriate customer service and connection to resources. 

  

Customer Case Management Data System 

Workforce One (WF1) is a web-based case management application used by 2,000 state, city, 

county, and non-profit employees to track services to more than 100,000 customers across 

-ÉÎÎÅÓÏÔÁȭÓ ÃÏÕÎÔÙ ÏÆÆÉÃÅÓȟ #ÁÒÅÅÒ&ÏÒÃÅ ÌÏÃÁÔÉÏÎÓȟ ÁÎÄ 6ÏÃÁÔÉÏÎÁÌ Rehabilitation Services 
Offices. WF1 was created through a partnership of two Minnesota state agencies ɂ the DHS and 

the DEED. State and federally-funded workforce training programs ɂ including WIOA Adult, 

Dislocated Worker and Youth ɂ track program participants in WF1. 

Tracking customer services for participants in all employment and training programs in a single 

system helps to ensure consistency in service delivery and data collection. Case managers are 

able to view enrollments and services in some programs outside of those they work on, allowing 

them to target resources where customers need them most. Providers are able to closely 

ÍÏÎÉÔÏÒ ÔÈÅÉÒ ÃÕÓÔÏÍÅÒÓȭ ÏÕÔÃÏÍÅÓ ÁÎÄ ÄÅÌÉÖÅÒ ÁÄÄÉÔÉÏÎÁÌ ÓÅÒÖÉÃÅÓ ×ÈÅÎ ÎÅÃÅÓÓÁÒÙ ÔÏ ÅÎÓÕÒÅ 

the best outcome. Meeting federal and state employment and training reporting requirements is 

more efficient and less expensive because of standardized data collection and reporting within 

WF1.                            

For its business customers, DEED leverages Salesforce. The use and cost of SalesForce is shared 

by both internal users (Workforce Strategy Consultants, Veterans employment representatives, 

$%%$ȭÓ ÅÃÏÎÏÍÉÃ ÄÅÖÅÌÏÐÍÅÎÔ ÐÒÏÇÒÁÍÓȟ ÔÈÅ -ÉÎÎÅÓÏÔÁ 4ÒÁÄÅ /ÆÆÉÃÅȟ #ÏÍÍÕÎÉÃÁÔÉÏÎÓȟ ÁÎÄ ÔÈÅ 

Rapid Response team) and some external users.  

Salesforce allows these organizations to collaborate on business visits, to share information, and 

communicate to reduce duplication of services. Salesforce provides customized reports on 

business needs and services. 

  

Communications Systems  

DEED makes a concerted effort to communicate job and training opportunities to job seekers 

through GovDelivery, our email marketing tool. Enhanced communications with employers and 

ÃÕÓÔÏÍÅÒÓ ÉÓ ÓÕÐÐÏÒÔÅÄ ÂÙ $%%$ȭÓ #ÏÍÍÕÎÉÃÁÔÉÏÎÓ /ÆÆÉÃÅȢ 

In the last year, we have added 40,000 new subscribers to this email tool, with the total number 

of subscribers currently at 451,200  ɂ most of those job seekers. And, in the last year, we sent a 

total of 1,867 bulletins to 73 different job seekers lists, broken down by geographical area, 
resulting in 27,027,220 potential bulletin views. 
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B. DATA-COLLECTION AND REPORTING PROCESSES USED FOR ALL PROGRAMS AND 

ACTIVITIES, INCLUDING THOSE PRESENT IN ONE-STOP CENTERS. 

  

%ÎÈÁÎÃÅÄ ÐÒÏÇÒÁÍ ÐÅÒÆÏÒÍÁÎÃÅ ÄÁÔÁ ÉÓ Á ËÅÙ ÅÌÅÍÅÎÔ ÏÆ $%%$ȭÓ ÄÁÔÁɂdriven policy initiative 

to better address some of the most critical policy challenges. State law requires DEED to report 

ÐÅÒÆÏÒÍÁÎÃÅ ÏÕÔÃÏÍÅÓ ÆÏÒ ÁÄÕÌÔ ÐÒÏÇÒÁÍÓ ÆÕÎÄÅÄ ÂÙ ÔÈÅ ÓÔÁÔÅȭÓ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ &ÕÎÄȢ 

Programs include those administered by Local Workforce Development Areas, awarded by a 

competitive grant process, and direct appropriations to non- governmental organizations.  

DEED must report the total number of people served in programs, the number who received 

training, the number who completed training and earned a credential, the number who found 

employment, and the average wages earned. This workforce program report card provides 

uniformly defined measures, allowing outcomes to be viewed and compared across different 

program models and by additional laÙÅÒÓ ÏÆ ÄÉÓÁÇÇÒÅÇÁÔÉÏÎȟ ÉÎÃÌÕÄÉÎÇ ÐÁÒÔÉÃÉÐÁÎÔÓȭ ÅÄÕÃÁÔÉÏÎÁÌ 

level, race, gender and geography. The report card is available online and is updated quarterly 

at https://mn.gov/deed/performance.   

DEED goes beyond the legislatively required demographic characteristics and identifying the 

percentage of program participants served who have a disability, are homeless at enrollment, as 

immigrants or refugees, and have a criminal record, among others characteristics. This shows 

the wide range of state-funded programs ɀ as well as the WIOA Title I Adult and Dislocated 

Worker programs ɀ which serve adults with barriers to employment. This ensures continued 

movement towards consistent and transparent performance tracking across the entire 

workforce development and training system, regardless of funding source.  

State law also requires a workforce program net impact analysis to include the impact of 

workforce services on individual employment, earnings and public benefit usage outcomes and 

a cost-benefit analysis for understanding the monetary impacts of workforce services from the 

participant and taxpayer points of view. A pilot report was conducted in 2015 and found that 

WIA Adult and Dislocated Worker (both federal- and state-funded) programs were responsible 

for large net impacts on annual earnings and employment likelihood during the two periods 

(2007-2008 and 2009-2010) examined. The 2017 analysis expanded the outcomes of previous 

cohorts and added adult career pathway programming.  We also found that the monetary 

benefits outweigh the costs. This is true when taking into account not just the cost of the 

programs themselves, but the cost of increased public benefit usage among participants and the 

benefit of increased tax revenue when participants see a higher income as a result of 

participation. 

Interestingly, the 2017 report also illustrated strong business cycle effects in program 

outcomes. One theory that could explain this would be that employers view workforce program 

participants more favorably during periods of economic downturns when unemployment is 

high and less favorably when the economy is good. Under this theory, enrolling in a workforce 

development program during economic downturns may introduce a signaling bias ɀ or extra 

motivation to find a job ɀ while enrolling during strong economic times may signal some barrier 
to employment. DEED tested this theory in a survey of employers asking them to consider 

hypothetical economic conditions and their willingness to hire program participations.   

The next iteratioÎ ÏÆ ÔÈÅ ÒÅÐÏÒÔ ×ÉÌÌ ÆÕÒÔÈÅÒ ÅØÐÁÎÄ ÁÎÁÌÙÓÉÓ ÔÏ ÉÎÃÌÕÄÅ $%%$ȭÓ ÎÅ×ÅÓÔ ÅÑÕÉÔÙ 

focused grant programs. This report is due to the Minnesota Legislature in January 2021.  
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Overall, data confirms racial and occupational employment disparities exist among participants 

in workforce development programs administered by DEED and targeted to low-income and 

recently laid-off adults. This is particularly true among participants confronting such common 

barriers to employment as low educational attainment, criminal background, limited work 

experience, and limited English skills. While we can make tangible progress in serving people of 

color more intentionally and engaging with employers around how to successfully employ 

individuals with barriers, we must also find performance solutions to serving participants with 

barriers.  

How services and referrals are made for programs within a compliant OSO and for 

programs not housed in a CareerForce Location. Specifically how Adult Education and 

VRS referrals work.  

Under the CareerForce re-ÂÒÁÎÄÉÎÇ ×Å ÒÅÉÎÆÏÒÃÅÄ ÔÈÅ ÉÄÅÁÓ ÏÆ ȰÎÏ ×ÒÏÎÇ ÄÏÏÒ ÁÐÐÒÏÁÃÈȱ ÁÎÄ 

Ȱ×ÁÒÍ ÈÁÎÄÏÆÆÓȢȱ !Ó Á ÒÅÓÕÌÔ ×Å ÈÁÖÅ ÄÅÖÅÌÏÐÅÄ ÔÒÁÉÎÉÎÇ ÁÎÄ ÇÕÉÄÁÎÃÅ ÔÏ ÅÎÓÕÒÅ ÔÈÁÔ ÁÎÙÏÎÅ 

who comes into a CareerForce/One Stop/AJC receives a welcoming greeting, followed by an 
assessment of their needs. The CareerForce team will do everything they can to deliver those 

needs, however, if a referral is needed we will do a warm handoff. We define a warm handoff as 

one that will be lead by the CareerForce staff. 

For example, if the referral is to ABE, which is not usually on-site, the staff will offer to reach out 

ÔÏ !"% ÏÎ ÔÈÅ ÃÕÓÔÏÍÅÒȭÓ ÂÅÈÁÌÆ ÁÎÄ ÁÓË ÔÈÁÔ !"% ÃÏÎÔÁÃÔ ÔÈÅ ÃÕÓÔÏÍÅÒȢ 4ÈÉÓ ÉÓ ÅÓÓÅÎÔÉÁÌÌÙ 

facilitating an introduction to the off-site partner. Of course, this would be in addition to 

providing the contact information to the customer which we see as the bare minimum for a 

referral. 

The Minnesota Department of Education prioritizes and measures program quality through 

accountability expectations and activities that focus on both compliance and best practice 

according to research and experience. The expectations and activities include: 

1. The state ABE Management Information System (MIS) data:  -ÉÎÎÅÓÏÔÁȭÓ -)3 ÂÁÌÁÎÃÅÓ 

both program quality and program compliance with state and federal expectations. In 

addition to required reports, local providers can use the state MIS to analyze student 

persistence, program outcomes, and other measures at the consortium, site, class and 

student level. 

2. A state AEFLA grantee report card:  The report card notes actual performance and ranks 

providers by key program data measures, including measurable skill gain by population, 

cost of programming per individual served, intensity of service provided, and 

percentage of population served. 

3. A program improvement process: Programs will be identified for review based on 

rankings in the state AEFLA report card and will undergo a comprehensive review and 

monitored implementation of a program improvement plan that requires local 

providers to complete site visits, workshop activities, reports, and plans to strengthen 

program performance and quality. (For more information on Program Improvement, see 

the response to (D) above.) 

4. Intensive program application cycle:  On a five-year basis, ABE providers are required to 

complete an in-depth application as a method to adhere to state statute governing local 

ABE programs.  In this intensive application, local providers describe their:   

a. Consortium, 



Page 90 

b. Program accountability procedures, 

c. Professional development priorities and activities, 

d. Proposed programming, 

e. Local program governance, 

f. Program collaboration with key stakeholders and partners, 

g. Technology resources and integration, 

h. Future plans, and 

i. Performance.  

These in-depth applications are reviewed and scored by a team of state staff from the Minnesota 

Department of Education and local AEFLA providers. 

1. Local program monitoring site visits:  All grantees are subject to monitoring site visits 

that focus on policy compliance and program quality through multiple methods:  

a. Providers with low performance participate in site visits through the program 

improvement process; 

b. All AEFLA grantees receive site visits on a rotating basis, at least once every five 

years, when the program participates in in-depth application process to 

continue receiving state ABE funding to comply with state statute; 

c. Monitoring visits based on periodic desk review of provider data; 

d. Local ABE providers that participate in state initiatives and/or receive special 

grants through state or federal funding typically receive site visits as part of 

their participation; and 

e. Local providers request special technical assistance site visits as they face issues. 

In addition, Vocational Rehabilitation Services uses an internal Reports Portal to disseminate 

production and performance outcomes by team and region as well as statewide. These reports 

are linked to our case management system, Workforce One, which is shared with Title I and 

state funded programs. In addition, caseload management and data quality review reports are 

built into Workforce One and used by counselors, technicians and rehabilitation area managers. 

In 2019, representatives from Adult Basic Education, Title I Youth, Adult and Dislocated Worker, 

Title IV VRS General and SSB and Title III Wagner Peyser participated in a national ETA cohort 

group around maximizing the use of WIOA performance data. This group drafted an action plan 

for Minnesota which includes the following activities: 

¶ Present all WIOA Titles Performance in the WIOA Annual Report Narrative 

¶ Create a space for performance data information sharing 

¶ Present WIOA performance data in a more integrated way to the public/stakeholders 

¶ Create opportunities for local areas and locations to view and utilize their specific 
performance data 
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As always, the intent is that we make working with our system as simple and easy as possible 

without passing on the frustrations that accompany a system as complex as ours, to the 

customer. 

ςȢ 4(% 34!4% 0/,)#)%3 4(!4 7),, 3500/24 4(% )-0,%-%.4!4)/. /& 4(% 34!4%ȭ3 

STRATEGIES (E.G., CO-ENROLLMENT POLICIES AND UNIVERSAL INTAKE PROCESSES WHERE 

APPROPRIATE).  ). !$$)4)/.ȟ 02/6)$% 4(% 34!4%ȭ3 '5)$%,).%3 &/2 34!4%-

ADMINISTERED ONE-34/0 0!24.%2 02/'2!-3ȭ #/.42)"54)/.3 4/ ! /.%-STOP 

DELIVERY SYSTEM 

2. THE STATE POLICIES THAT WILL 3500/24 4(% )-0,%-%.4!4)/. /& 4(% 34!4%ȭ3 

STRATEGIES (E.G., CO-ENROLLMENT POLICIES AND UNIVERSAL INTAKE PROCESSES 

7(%2% !002/02)!4%ɊȢ ). !$$)4)/.ȟ 02/6)$% 4(% 34!4%ȭ3 '5)$%,).%3 &/2 34!4%-

ADMINISTERED ONE-34/0 0!24.%2 02/'2!-3ȭ #/.42)"54)/.3 4/ ! /.%-STOP 

DELIVERY SYSTEM. 

  

Under the Workforce Investment Act, DEED operated as the lead on writing, soliciting feedback, 

publishing, and enforcing policies. Under the Workforce Innovation and Opportunity Act, DEED 

will still perform many of these duties, but will engage partner state agencies to ensure 

continuity and shared awareness. The GWDB will provide high-level consultation on new draft 

policies that touch multiple core programs. 

DEED plans to publish policies that address cross-agency program co-enrollment. In practice, 

ÍÏÓÔ ÃÏÒÅ ÐÒÏÇÒÁÍÓ ÕÓÅ 7ÏÒËÆÏÒÃÅ /ÎÅȟ ÔÈÅ ÓÔÁÔÅȭÓ ÃÌÉÅÎÔ ÍÁÎÁÇÅÍÅÎÔ ÉÎÆÏÒÍÁÔÉÏÎ ÓÙÓÔÅÍȟ ÔÏ 

encourage co-enrollment across programs. The allowable co-enrollment in this system serves as 

-ÉÎÎÅÓÏÔÁȭÓ ÐÏÌÉÃÙȢ $%%$ ÓÔÁÆÆ ×ÉÌÌ ÆÏÌÌÏ×-up to publish formal guidance on program co-

enrollment. Currently there is co-enrollment activity between several federal programs with 

state programs. A prime example of how co-enrollment is considered involves dislocated 

workers. Depending upon the scenario, a dislocated worker may have options for federal and 

state dislocated worker support, such as a TAA grant, depending upon the type and category of 

lay-off that has occurred. 

Universal intake processes have some layers in Minnesota. While all individuals who access job 

ÓÅÅËÅÒ ÓÕÐÐÏÒÔ ÓÅÒÖÉÃÅÓ ÖÉÁ #ÁÒÅÅÒ&ÏÒÃÅ ÁÎÄ ÔÈÒÏÕÇÈ -ÉÎÎÅÓÏÔÁȭÓ *ÏÂ "ÁÎË ɉÃÕÒÒÅÎÔÌÙ 

MinnesotaWorks.net) are accessing programs funded through Wagner-Peyser, many of them 

seek deeper services with counselors that require program enrollment. In those cases, the 

majority of WIOA enrolled customers were also Wagner-Peyser customers, but the opposite is 

not true. Service providers in Minnesota will continue to work to make the program enrollment 

process as seamless as possible to the customer. 

Minnesota fulfills its obligation to provide guidance on infrastructure cost allocation procedures 

to be reflected within the memorandums of understanding through an existing policy put in 

place in 2018. Also, DEED is currently facilitating discussion on a new IFA policy and procedure 

that will streamline and simplify the process for the one-stop system and all of its required 

partners. 

Minnesota adheres to all current rules and regulations pertaining to the selection of one-stop 

operators as dictated by WIOA. Minnesota's one-stop system, the "CareerForce" system, has 51 

locations. The infrastructure costs as well as the additional costs of operating these locations are 

allocated based on the infrastructure funding agreements attached to the memorandums of 

understanding in each of Minnesota's 16 local workforce development area. 
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Infrastructure Funding Agreements  

Summary  

 An Infrastructure Funding Agreement (IFA) must be submitted at least every 3 years for each 

WorkForce Center (WFC) to ensure that all required WFC partners are equitably contributing to 

the costs of the Workforce Center System, as defined in WIOA. The IFA will be included in every 

,ÏÃÁÌ 7ÏÒËÆÏÒÃÅ $ÅÖÅÌÏÐÍÅÎÔ !ÒÅÁȭÓ ɉ,7$!Ɋ -ÅÍÏÒÁÎÄÕÍ ÏÆ 5ÎÄÅÒÓÔÁÎÄÉÎÇ ɉ-/5ɊȢ 

Relevant Laws, Rules, or Policies  

Federal Register/Vol. 66, No. 105 

TEGL 17-16 

2CFR 200 

Effective Date  

 4/1/2018  

Last Updated 

 11/1/2014  

Contact 

 Sean Bibus, sean.bibus@state.mn.us 

Tel   651.259.7576 

Fax  651.215.3842 

Policy  

 An IFA must be submitted at least every 3 years for each WFC to ensure that all required WFC 

partners are equitably contributing to the costs of the WorkForce Center System. The IFA 

recognizes the shared resources of key partners delivering workforce development and related 

services. Mutual consent and cooperation of all partners is an essential part of the IFA process. 

 

 The IFA must be completed and submitted to the Department of Employment and Economic 

Development (DEED) for the WFC prior to the expiration date of the current IFA. For example, if 

the IFA covers the time period July 1, 2018 ɀ June 30, 2021, the IFA needs to be submitted and 

fully approved before June 30, 2018. The IFA can be amended if a material change occurs during 

the covered period. 

 

 If the IFA is not submitted and finalized in a timely manner as described above, the existing IFA 

ÍÁÙ ÒÅÍÁÉÎ ÉÎ ÐÌÁÃÅ ÆÏÒ ρ ÑÕÁÒÔÅÒȢ )Æ ÔÈÅ ÌÏÃÁÌ ÂÏÁÒÄ ÒÅÐÏÒÔÓ ÔÏ $%%$ ÁÎÄ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ 

Workforce Development Board (GWDB) that an impasse cannot be resolved the State Funding 

Mechanism (SFM) replaces any operational cost sharing agreement in place at the WFC. The 

SFM is described in detail later in this policy. 

 

Background  

   

 Workforce Innovation and Opportunity Act (WIOA) law as well as federal Department of Labor 

(DOL) and Office of Management and Budget (OMB) guidelines require that all actual and 
required partners in a WorkForce Center share benefitting expenses associated with operating 

ÔÈÅ #ÅÎÔÅÒȢ 4ÈÉÓ ÐÏÌÉÃÙ ÐÒÏÖÉÄÅÓ ÇÕÉÄÅÌÉÎÅÓ ÔÏ ÁÌÌÏÃÁÔÅ ÃÏÓÔÓ ÏÎ ÔÈÅ ÐÒÉÎÃÉÐÌÅ ÏÆ ȰÐÒÏÐÏÒÔÉÏÎÁÌ 

ÂÅÎÅÆÉÔȟȱ ÏÒ Åach partner receiving equal benefit to the amount of cost of an allocated expense. 

-ÉÎÎÅÓÏÔÁȭÓ )&! ÐÏÌÉÃÙ ÒÅÃÏÇÎÉÚÅÓ ÔÈÅ ÐÒÉÎÃÉÐÌÅÓ ÏÆ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÂÅÎÅÆÉÔ ÁÎÄ ÁÐÐÌÉÅÓ ÉÔ ÔÏ ÁÌÌ 

required WIOA titles, with different principles for co-located and non-co-located required 

partners. This policy details the approach and process for both scenarios. WIOA requires the 

http://www.doleta.gov/seniors/other_docs/recrceSharing.pdf
https://wdr.doleta.gov/directives/corr_doc.cfm?DOCN=4968
https://www.ecfr.gov/cgi-bin/text-idx?node=2:1.1.2.2.1&rgn=div5%20-%20se2.1.200_1306
mailto:sean.bibus@state.mn.us
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following programs to contribute to infrastructure costs of the WorkForce Center system, 

regardless of location: 

¶ WIOA Title I - Adult, Dislocated Worker, Youth and YouthBuild 

¶ WIOA Title II ɀ Adult Education and Family Literacy 

¶ WIOA Title III ɀ Wagner-Peyser 

¶ WIOA Title IV ɀ Vocational Rehabilitation Services/State Services for the Blind 

¶ National Farmworker Jobs Program 

¶ OAA, (Older Americans Act) Title V ɀ SCSEP (Senior Community Service Employment 
Program) 

¶ Temporary Assistance for Needy Families 

¶ Supplemental Nutrition Assistance Program E&T 

¶ Career & Technical Education Programs (post-secondary) 

¶ Trade Adjustment Assistance 

¶ Jobs for Veterans State Grants 

¶ Second Chance Act Grants 

¶ Community Services Block Grant E&T 

¶ Housing & Urban Development E&T 

¶ Unemployment Compensation 

¶ Job Corps ** 

¶ Native American Programs (contribution is optional for Native American Programs. 
Additionally, they must be part of the MOU, but their participation in the IFA is optional) 

LOCAL FUNDING MECHANISM 

 

 Co-Located Partners Procedure for Completing IFAs  

   

 WorkForce Center partners are required to follow this procedure in completing and submitting 

their IFAs: 

1. DEED will pre-fill the IFA with Workforce One (WF1), Resource Room Customer 

2ÅÇÉÓÔÒÁÔÉÏÎ $ÁÔÁȟ ÁÎÄ ÔÈÅ ÐÒÅÖÉÏÕÓ )&!ȭÓ ÓÐÁÃÅȟ &4%ȟ ÁÎÄ ÓÁÌÁÒÙ ÄÁÔÁȢ 4ÈÅ ÐÒÅ-filled IFA 

will be sent to local partners no later than the first week of March prior to the )&!ȭÓ 

effective program year date.  

2. Local partners will complete, obtain all necessary local signatures on the IFA, and send 

the IFA either electronically or physically to DEED no later than the last week of May 

ÐÒÉÏÒ ÔÏ ÔÈÅ )&!ȭÓ ÅÆÆÅÃÔÉÖÅ ÐÒÏÇÒÁÍ ÙÅÁÒ ÄÁte. 

3. DEED will obtain necessary central DEED signatures on the IFAs prior to its effective 

date. If central DEED authorities disagree with any aspect of an IFA and refuse to sign it, 
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DEED will notify local partners of this no later than one week after the IFA has been 

submitted to DEED in order to allow adequate time for an agreement to be reached. 

 

 DEED will keep central records of all IFAs. 

 

Methodology Summary  

 

 Table 1 summarizes the categories ofthe IFA and the methodologies that will be used to allocate 

costs. Bulleteditems indicate local discretion for selecting the methodology that mostaccurately 

reflects proportional benefit for the use of the item. Percentageitems indicate universal 

methodology for all WFCs.  

 

TABLE 1:  Methodologies for Allocating  Costs 

 Cost Being 
Allocated  

 
Dedicated 

Space  

 Usage 
Logs/ 

Metering  

 FTEs   WF1 
data  

 Resource 
Area Data  

 Total 
Dedicated 

and Shared 

Space  

 FTE 
Usage 

and/or 

Location  

 Dedicated 

Space  

 100%                

 Shared Space                  

 Common 

Space  

                     100%      

 Reception 

Area 

 Related 

Expenses  

     50%   50%          

 Resource 

Area 

 Related 

Expenses  

         100%        

 MN.IT 

Internet 

Expenses  

                         100%  

 Shared MN.IT 

Phone 

Expenses  

                         100%  

 MN.IT MFD 

Expenses 

(printers)  

                         100%  

 All Other 

Shared 

Expenses  
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 Cost Being 

Allocated  

 

Dedicated 

Space  

 Usage 

Logs/ 

Metering  

 FTEs   WF1 

data  

 Resource 

Area Data  

 Total 

Dedicated 

and Shared 

Space  

 FTE 

Usage 

and/or 

Location  

 Security 

and/or Site 

Management 

Costs  

     

33.33%  (1/3)  

 

33.33% 

(1/3)  

 

33.33%  (1/3)  

      

 

 

 

 *Note on MN.IT Internet Expenses- as of 7/1/2017 there is a special agreement on the 

allocation of these costs that is in effect that utilizes set-aside funds to subsidize MN.IT Internet 

in WFCs. The allocation of resource area computer costs will be evaluated annually. 
 *Note on MN.IT resource area computers- as of 7/1/2017 there is a special agreement on the 

allocation of these costs that is in effect that utilizes set-aside funds to fully subsidize the 

ÃÏÍÐÕÔÅÒȭÓ ÍÏÎÔÈÌÙ ÃÏÓÔȢ 4ÈÅ ÁÌÌÏÃÁÔÉÏÎ ÏÆ ÒÅÓÏÕÒÃÅ area computer costs will be evaluated 

annually. 

 *Note on situations of special space rental not reflected within the IFA- if any organization that 

is allocated space within an IFA wishes to rent some of their space to any other organization 

outside of the )&!ȟ ÔÈÅÙ ÍÁÙ ÄÏ ÓÏȢ 4ÈÅ ÐÁÒÔÉÃÕÌÁÒÓ ÏÆ ÔÈÉÓ ÁÇÒÅÅÍÅÎÔ ÄÏÎȭÔ ÎÅÅÄ ÔÏ ÂÅ ÔÒÁÃËÅÄ ÉÎ 

the IFA as long as the space is accounted for within the IFA and allocated to the organization 

responsible for it. 

 *Note on Security and/or Site Management Costs- some WFCÓ ÁÌÌÏÃÁÔÅ Ȱ3ÉÔÅ -ÁÎÁÇÅÍÅÎÔȱ 

costs. Site Managers take on the business of the facility they are located in and handle things 

such as communication with landlords on matters of snow removal, ordering supplies, and/or 

keeping usage logs of conference room spÁÃÅ ÕÐ ÔÏ ÄÁÔÅȢ 3ÏÍÅ 7&#Ó ÁÌÌÏÃÁÔÅ Ȱ3ÅÃÕÒÉÔÙȱ ÃÏÓÔÓ 

such as the cost of security guards on site. Other security costs that could be allocated according 

to the above formula instead of directly to one program could include examples like the 

following: a new lock system in the front entrance of the facility; security cameras throughout 

the facility; a panic button and announcement system. 

 

Methodologies Described   

 

 Dedicated Space. Dedicated space is space that is used exclusively by a WFC partner. Examples 

could include office, meeting or storage space. The partner agrees to pay for their dedicated 

space 100% of the time, whether occupied or not, within the lease period. 

 

Usage Logs/Metering.  Usage logs are records of how space or items were used. Examples could 

include a sign-up sheet for shared meeting space. Partners agree to pay their percentage of total 

usage for the cost of the item being tracked in this manner. 

 FTEs. The number of full-time equivalents on site. Staff with office space at multiple sites may 

not be counted as more than one FTE, with fractions totaling one FTE being allocated across the 

multiple sites. Vacant or unfilled positions must be included in the FTE count. 

 

Workforce One Data (WF1).  Workforce One participant enrollments will be used for the 

ÁÌÌÏÃÁÔÉÏÎ ÏÆ υπϷ ÏÆ Á 7&#ȭÓ ÒÅÃÅÐÔÉÏÎ ÒÅÌÁÔÅÄ ÅØÐÅÎÓÅÓȢ ! ÄÁÔÅ ÉÓ ÃÈÏÓÅÎ ÎÅÁÒ ÔÈÅ ÂÅÇÉÎÎÉÎÇ ÏÆ 

the calendar year to count all active enrollees in WF1 in a WFC to populate the IFA with. DEED 

staff provide and pre-populate the IFAs with this data prior to them being sent to local WFC 
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management. 

 

Exemptions ɀ Program exemptions from allocation of reception costs are allowed if the 

program can document/attest to the fact that these customers do not receive direct services out 

of their assigned (by WF1) WFC. Exemptions must be approved by DEED and included in this 

section of the IFA policy. Current exemptions include: 

   

¶ Youth participants from Title IB and Title IV 

¶ MFIP participants receiving services in non-WFC counties 

¶ Title VII program of State 3ÅÒÖÉÃÅÓ ÆÏÒ ÔÈÅ "ÌÉÎÄȟ ɉ33"ȱÕȱ ÏÎÌÙȟ ÎÏÔ 33"ȱ×ȱɊȟ ÆÏÒ ÖÉÓÕÁÌÌÙ 
impaired individuals  

Resource Area Data, (RAD). 2!$ ÅÎÒÏÌÌÍÅÎÔÓ ×ÉÌÌ ÂÅ ÕÓÅÄ ÆÏÒ ÔÈÅ ÁÌÌÏÃÁÔÉÏÎ ρππϷ ÏÆ Á 7&#ȭÓ 

resource area expenses. DEED staff provide and pre-populate the IFAs with the pÒÉÏÒ ÙÅÁÒȭÓ 

RRCRD before the IFAs are sent to local WFC management. 

 

 Non-program enrolled customer costs will be covered by Wagner-Peyser (WP), WIOA Title 1B 

Adult, and Dislocated Worker program providers as indicated in TEGL 19-16. One of the 

following t hree approaches must be selected: 

1. A negotiated approach, where each title agrees to a percentage allocation of the costs; 

2. !Î ÁÌÌÏÃÁÔÉÏÎ ÂÁÓÅÄ ÏÎ ÔÈÅ ÐÒÏÇÒÁÍȭÓ ÓÐÅÃÉÆÉÃ ÃÏÕÎÔ ÏÆ ÐÒÏÇÒÁÍ-enrolled participants 

within the resource area data section of the IFA, (example on the next page); 

 Example   Title IB-

Adult  

 Title IB-

DW  

 Title III ɀ 

Wagner-Peyser  

 Resource area data percentages of program-enrolled 

participants on IFA  

 10%   5%   5%  

 Ratio Calculation (of the total 20% in the example 

directly above)  

 10%/20%   5%/20%   5%/20%  

 Resulting allocation percentage of the non-program 

enrolled participants within the resource area data.  

 50.00%   25.00%   25.00%  

 

     3. An equal shares allocation. 

 

 When more than one agency serves customers in the same program, the agencies will be 

assigned their portion of costs based on Workforce One (WF1) enrollment percentages. If this 

becomes an impasse issue for the local board or rises to the State Board for resolution, options 

two or three will be chosen. 

 

Total Dedicated and Shared Space. The sum of dedicated and shared space indicated on an 

IFA. 

 

FTE Usage and/or Location.  Staff PCs that use MN.IT internet are tracked as such on the IFA 

and attributed to the organization that uses them. Other PCs that use MN.IT internet are also 

tracked on the IFA and are allocated based on their location, (resource area PCs by resource 
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area allocation %; shared space PCs by shared space allocation %). MN.IT phones are tracked in 

the same manner. MN.IT MFDs are not indicated on the IFA, but have their cost split by a 

combination of utilization reports and system-wide agreed methodology. 

 

Reconciliation   

 

 On a bi-annual basis, the WF1, FTE and RAD data for all IFAs will be generated and reviewed for 

statistical fluctuations. Data will be shared with local partners. If any allocations deviate more 

than 5% during a review, this is considered to be a material change and adjusting reconciliation 

payments will be required. If the review identifies material changes during consecutive bi-

annual reviews a new IFA must be completed within 3 months, and will be coordinated by 

DEED. 

   

 If all local partners agree that a new IFA is not needed or desired, then they can inform DEED of 

this decision and the current IFA will stay in effect for another year from the date of the request 

for a new IFA and the current IFA will stay in effect for another year. At the end of that year, one 

or more partners may again request a new IFA. If all partners agree, the existing IFA may be 

retained through the original ending date. 

 

IFA Amendments  

 

 )Æ Á ÓÕÂÓÔÁÎÔÉÁÌ ÃÈÁÎÇÅȟ ɉ×ÉÔÈ ȰÓÕÂÓÔÁÎÔÉÁÌ ÃÈÁÎÇÅȱ ÇÅÎÅÒÁÌÌÙ ÉÎÔÅÒÐÒÅÔÅÄ ÁÓ Á ÍÏÒÅ ÔÈÁÎ υϷ 

deviation of any allocation percentages within the IFA), as interpreted by local management, 

occurs within a WFC local partners can request that the IFA be amended to more accurately 

reflect the actual allocation of infrastructure costs in the location. Examples of how this could 

happen include but are not limited to: a number of staff either enter or exit the location; the size 

of the leased space decreases or increases; many computers that use MN.IT internet are 

installed at the location. 

 

Non-Co-Located Partners Procedure for Completing IFAs  

 

 A non-co-located partner is defined as a partner who does not deliver services on a planned 

regular basis at one WorkForce Center per local area. Non-Co-Located Partners are required to 

participate in the costs of at least one WorkForce Center in each local area. Programs that have 

multiple providers within a local area are viewed as one program, requiring that only a single 

contribution be agreed to by the state agency that oversees that program.  

 

 Local Boards are encouraged to work with non-co-located partners to assess an appropriate 

contribution to the IFA, based on proportionate benefit of the use of the WorkForce Center 

system. These partners should produce some form of documentation to share with the board to 
make this determination.  

 

 )Æ ÔÈÉÓ ÃÁÎȭÔ ÂÅ ÁÃÈÉÅÖÅÄȟ ÉÔ ÉÓ ÒÅÃÏÍÍÅÎÄÅÄ ÔÈÁÔ Á ÐÒÏÃÅÓÓ ÂÅ ÁÐÐÌÉÅÄ ÔÈÁÔ ÁÓÓÕÍÅÓ 

proportionate benefit can be assessed based on the distribution of their program eligible 

individuals within each of the local areas and the recognition of total financial contributions 

ÅÑÕÁÌÉÎÇ ρȢυϷ ÏÆ ÔÈÅ 3ÔÁÔÅȭÓ ÔÏÔÁÌ ÆÅÄÅÒÁÌ ÁÌÌÏÃÁÔÉÏÎ ÆÏÒ ÔÈÁÔ ÐÒÏÇÒÁÍ ÂÁÓÅÄ ÏÎ ÔÈÅ ÃÕÒÒÅÎÔ 

Federal fiscal year funding for the program. The following table illustrates this process to 

establish the required contribution within each local area. 
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Federal Title  Title's Total Federal Allocation 1.5% IFA Contribution 

"X" $1,000,000 $15,000 

Eligible Program Population by Local Workforce Development Area   

 #1   #2   #3   #4   #5   #6   #7   #8   #9   #10  

 20%   3%   15%   10%   15%   10%   10%   5%   10%   2%  

 $3,000   $450   $2,250   $1,500   $2,250   $1,500   $1,500   $750   $1,500   $300  

 

 These contributions can be achieved in two ways ɀ cash contributions or in-kind contributions. 

 

Cash Contributions  

 

 Cash contributions must be documented and included in the IFA. Two examples of cash 

contributions are:  

¶ Cash contributions to the local board to support local or reginal plan strategies 

¶ Cash payments for use/rental of space for the delivery of services 

In -Kind Contributions  

 

 In-kind contributions can be made in lieu of cash contributions. Examples of these 

contributions include: 

¶ Staff support for WFC or board activities beyond required participation 

¶ Other services that leverage the expertise of the program or customize the work of the 

program 

¶ Non-cash contributions are comprised of ɀ  

      (i) Expenditures incurred by one-stop partners on behalf of the WorkForce Center system; 

and  

       (ii) Non-cash contributions or goods or services contributed by a partner program and used 

by the one-stop center.  

 

 In-kind contributions must be valued consistent with 2CFR 200.306 to ensure they are fairly 

ÅÖÁÌÕÁÔÅÄ ÁÎÄ ÍÅÅÔ ÔÈÅ ÐÁÒÔÎÅÒÓȭ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅȢ ! ÓÈÏÒÔ ÅØÐÌÁÎÁÔÉÏÎ ÏÆ ς#&2 ςππȢσπφ ÉÓ 

as follows: the value of the donated non-cash contribution must be reasonable and the lesser of 

fair market value or book value per accounting records; for example, if a desk that is donated is 

ρπ ÙÅÁÒÓ ÏÌÄ ÔÈÅ ÖÁÌÕÅ ÏÆ ÔÈÅ ÄÏÎÁÔÉÏÎ ÃÁÎȭÔ ÂÅ ÉÔÓ ÐÕÒÃÈÁÓÅ ÐÒÉÃÅ ÁÓ ÉÆ ÉÔ ×ÁÓ ÂÒÁÎÄ ÎÅ×Ƞ ÁÎ 

ÁÄÄÉÔÉÏÎÁÌ ÅØÁÍÐÌÅ ÉÓ ÉÆ Á ÄÏÎÁÔÉÏÎ ÉÓ ÍÁÄÅ ÏÆ ÓÔÁÆÆ ÔÉÍÅ ÆÏÒ Á 7&#ȭÓ reception desk, then the 

value of that staff-time donation must be what the donated staff time would normally cost the 

ÏÒÇÁÎÉÚÁÔÉÏÎ ×ÈÉÃÈ ÉÓ ÄÏÎÁÔÉÎÇ ÔÈÅÉÒ ÓÔÁÆÆȭÓ ÔÉÍÅȢ 

 

Dispute Resolution   

 
 If the partners are not able to reach agreement on an IFA, the local workforce development 

board will convene all partners and attempt to resolve the dispute. If an agreement still cannot 

be reached, the local workforce development board must notify DEED and the GWDB that an 
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impasse has been reached. DEED and the GWDB will review the process and make a dispute 

resolution recommendation. If this is not successful and it has been more than 3 months since 

the expiration of the previous IFA, the SFM will take effect for that WFC, taking into 

consideration the distribution and allocation of services of all required partners within the local 

area. 

   

THE STATE FUNDING MECHANISM (SFM) 

Consistent with sec. 121(h)(1)(A)(i)(II) of WIOA, if the Local WDB, chief elected official, and 

one-stop partners in a local area do not reach consensus agreement on methods of sufficiently 

funding the costs of infrastructure of one-stop centers for a program year, the State funding 

mechanism is applicable to the local area for that program year.  

In the State funding mechanism, the Governor, subject to limitations, determines one-stop 

partner contributions after consultation with the chief elected officials, Local WDBs, and the 

State WDB. This determination involves:  

(1) The application of a budget for one-stop infrastructure costs as described in regulation Sec. 

20 CFR 678.735, (all regulation numbers in this section pertain to Sec. 20 CFR), based on either 

agreement reached in the local area negotiations or the State WDB formula outlined in 

regulation 678.745;  

(2) The determination of each local one-ÓÔÏÐ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȭÓ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÕÓÅ ÏÆ ÔÈÅ ÏÎÅ-

stop delivery system and relative benefit received, consistent with the Uniform Guidance at 2 

CFR part 200, including the Federal cost principles, the partner progrÁÍÓȭ ÁÕÔÈÏÒÉÚÉÎÇ ÌÁ×Ó ÁÎÄ 

regulations, and other applicable legal requirements described in regulation 678.736; and 

(3) The calculation of required statewide program caps on contributions to infrastructure costs 

from one-stop partner programs in areas operating under the State funding mechanism as 

described in regulation 678.738.  

The Governor is limited to determining the infrastructure cost contributions for some one-stop 

partner programs under the State funding mechanism in the following situations:  

(1)  The Governor will not determine the contribution amounts for infrastructure funds for 

Native American program grantees described in regulation part 684. The appropriate portion of 

funds to be provided by Native American program grantees to pay for one-stop infrastructure 

must be determined as part of the development of the MOU described in 678.500 and specified 

in the MOU.  

(2) In States in which the policy-making authority is placed in an entity or official that is 

independent of the authority of the Governor with respect to the funds provided for adult 

education and literacy activities authorized under title II of WIOA, postsecondary career and 

technical education activities authorized under the Carl D. Perkins Career and Technical 

Education Act of 2006, or VR services authorized under title I of the Rehabilitation Act of 1973 

(other than sec. 112 or part C), as amended by WIOA title IV, the determination of the amount 

each of the applicable partners must contribute to assist in paying the infrastructure costs of 

one-stop centers must be made by the official or chief officer of the entity with such authority, in 

consultation with the Governor.  

Any duty, ability, choice, responsibility, or other action otherwise related to the determination 

of infrastructur e costs contributions that is assigned to the Governor in regulation 678.730 

through 678.745 also applies to this decision-making process performed by the official or chief 

officer described in paragraph in paragraph (2) above.  
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To initiate the State funding mechanism, a Local WDB that has not reached consensus on 

methods of sufficiently funding local infrastructure through the local funding mechanism as 

provided in regulation 678.725 must notify the Governor by the deadline established by the 

Governor in the IFA policy.  

Once a Local WDB has informed the Governor that no consensus has been reached:  

(1) The Local WDB must provide the Governor with local negotiation materials in accordance 

with regulation 678.735(a).  

(2) The Governor must determine the one-stop center budget by either:  

(i) Accepting a budget previously agreed upon by partner programs in the local negotiations, in 

accordance with regulation 678.735(b)(1); or  

(ii) Creating a budget for the one-stop center using the State WDB formula (described in 

regulation 678.745) in accordance with regulation 678.735(b)(3).  

(3) The Governor then must establish a cost allocation methodology to determine the one-stop 

ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍÓȭ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅÓ ÏÆ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ ÃÏÓÔÓȢ  

(4)(i) Using the methodology established in this policy, and taking into consideration the factors 

concerning individual partner programs listed in regulation 678.737(b)(2), the Governor must 

ÄÅÔÅÒÍÉÎÅ ÅÁÃÈ ÐÁÒÔÎÅÒȭÓ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅ ÏÆ ÔÈÅ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ ÃÏÓÔÓȟ ÁÎÄ  

(ii) In accordance with regulation 678.730(c), in some instances, the Governor does not 

ÄÅÔÅÒÍÉÎÅ Á ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȭÓ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅ ÏÆ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ ÆÕÎÄÉÎÇ ÃÏÓÔÓȟ ÉÎ ×ÈÉÃÈ 

case it must be determined by the entities named under the limitation section of the IFA policy.  

(5) The Governor must then calculate the statewide caps on the amounts that partner programs 

may be required to contribute toward infrastructure funding, according to the steps found in 

regulation 678.738(a)(1) through (4).  

(6) The Governor must ensure that the aggregate total of the infrastructure contributions 

according to proportionate share required of all local partner programs in local areas under the 

State funding mechanism do not exceed the cap for that particular program. If the total does not 

exceed the cap, the Governor must direct each one-stop partner program to pay the amount 

determined toward the infrastructure funding costs of the one-stop center. If the total does 

exceed the cap, then to determine the amount to direct each one-stop program to pay, the 

Governor may:  

(i) Ascertain whether the local partner or partners whose proportionate shares are calculated 

above the individual program caps are willing to voluntarily contribute above the capped 

ÁÍÏÕÎÔ ÔÏ ÅÑÕÁÌ ÔÈÁÔ ÐÒÏÇÒÁÍȭÓ ÐÒÏÐortionate share; or  

(ii) Choose from the options provided in regulation 678.738(b)(2)(ii), including having the local 

area re-enter negotiations to reassess each one-ÓÔÏÐ ÐÁÒÔÎÅÒȭÓ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅ ÁÎÄ ÍÁËÅ 

adjustments or identify alternate sources of funding to make up the difference between the 

capped amount and the proportionate share of infrastructure funding of the one-stop partner.  

(7) If none of the solutions given in paragraphs (b)(6)(i) and (ii) of IFA regulation prove to be 

viable, the Governor must reassess the proportionate shares of each one-stop partner so that 

the aggregate amount attributable to the local partners for each program is less than that 

ÐÒÏÇÒÁÍȭÓ ÃÁÐ ÁÍÏÕÎÔȢ 5ÐÏÎ ÓÕÃÈ ÒÅÁÓÓÅÓÓÍÅÎÔȟ ÔÈÅ 'ÏÖÅÒÎÏÒ ÍÕÓÔ ÄÉÒÅÃÔ ÅÁÃÈ ÏÎÅ-stop 
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partner program to pay the reassessed amount toward the infrastructure funding costs of the 

one-stop center.  

If a local area has reached agreement as to the infrastructure budget for the one-stop centers in 

the local area, it must provide this budget to the Governor. If, as a result of the agreed upon 

infrastructure budget, only the individual programmatic contributions to infrastructure funding 

based upon proportionate use of the one-stop centers and relative benefit received are at issue, 

the Governor may accÅÐÔ ÔÈÅ ÂÕÄÇÅÔȟ ÆÒÏÍ ×ÈÉÃÈ ÔÈÅ 'ÏÖÅÒÎÏÒ ÍÕÓÔ ÃÁÌÃÕÌÁÔÅ ÅÁÃÈ ÐÁÒÔÎÅÒȭÓ 

contribution consistent with the cost allocation methodologies contained in the Uniform 

Guidance.  

The Governor may also take into consideration the extent to which the partners in the local area 

have agreed in determining the proportionate shares, including any agreements reached at the 

local level by one or more partners, as well as any other element or product of the negotiating 

process provided to the Governor as required by paragraph (a) of this section. 

   
 If a local area has not reached agreement as to the infrastructure budget for the one-stop 

centers in the local area, or if the Governor determines that the agreed upon budget does not 

adequately meet the needs of the local area or does not reasonably work within the confines of 

ÔÈÅ ÌÏÃÁÌ ÁÒÅÁȭÓ ÒÅÓÏÕÒÃÅÓ ÉÎ ÁÃÃÏÒÄÁÎÃÅ ×ÉÔÈ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÏÎÅ-stop budget guidance (which is 

required to be issued by WIOA Sec. 121(h)(1)(B) and under regulation 678.705), then in 

accordance with regulation 678.745, the Governor must use the formula developed by the State 

WDB based on at least the factors required under regulation 678.745, and any associated 

weights to determine the local area budget.  

 

 Once the appropriate budget is determined for a local area through either method described in 

regulation 678.735 (by acceptance of a budget agreed upon in local negotiation or by the 

Governor applying the formula in regulation 678.745), the Governor must determine the 

appropriate cost allocation methodology to be applied to the one-stop partners in such local 

area, consistent with the Federal cost principles permitted under 2 CFR part 200, to fund the 

infrastructure budget.  

The Governor must use the cost allocation methodologyɂas determined under Sec. 678.736ɂ

ÔÏ ÄÅÔÅÒÍÉÎÅ ÅÁÃÈ ÐÁÒÔÎÅÒȭÓ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅ ÏÆ ÔÈÅ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ ÃÏÓÔÓ ÕÎÄÅÒ ÔÈÅ 3ÔÁÔÅ 

funding mechanism, subject to considering the factors described in paragraph (b)(2) of this 

section.  

  

ɉςɊ )Î ÄÅÔÅÒÍÉÎÉÎÇ ÅÁÃÈ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȭÓ ÐÒÏÐÏÒÔÉÏÎÁÔÅ ÓÈÁÒÅ ÏÆ ÉÎÆÒÁÓÔÒÕÃÔÕÒÅ ÃÏÓÔÓȟ ÔÈÅ 

Governor must take into account the costs of administration of the one-stop delivery system for 

purposes not related to one-stop centers for each partner (such as costs associated with 

maintaining the Local WDB or information technology systems), as well as the statutory 

ÒÅÑÕÉÒÅÍÅÎÔÓ ÆÏÒ ÅÁÃÈ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȟ ÔÈÅ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȭÓ ÁÂÉÌÉÔÙ ÔÏ ÆÕÌÆÉÌÌ ÓÕÃÈ 

requirements, and all other applicable legal requirements. The Governor may also take into 

consideration the extent to which the partners in the local area have agreed in determining the 

proportionate shares, including any agreements reached at the local level by one or more 

partners, as well as any other materials or documents of the negotiating process, which must be 

provided to the Governor by the Local WDB and described in Sec. 678.735(a).  

 

Determining Caps on Contributions  
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 (a) The Governor must calculate the statewide cap on the contributions for one-stop 

infrastructure funding required to be provided by each one-stop partner program for those 

local areas that have not reached agreement. The cap is the amount determined under 

paragraph (a)(4) of this section, which the Governor derives by: 

   

 (1) First, determining the amount resulting from applying the percentage for the corresponding 

one-stop partner program provided in paragraph (d) of this section to the amount of Federal 

funds provided to carry out the one-stop partner program in the State for the applicable fiscal 

year; 

   

 (2) Second, selecting a factor (or factors) that reasonably indicates the use of one-stop centers 

in the State, applying such factor(s) to all local areas in the State, and determining the 

percentage of such factor(s) applicable to the local areas that reached agreement under the local 

funding mechanism in the State; 

 

 (3) Third, determining the amount resulting from applying the percentage determined in 

paragraph (a)(2) of this section to the amount determined under paragraph (a)(1) of this 

section for the one-stop partner program; and  

 

 (4) Fourth, determining the amount that results from subtracting the amount determined 

under paragraph (a)(3) of this section from the amount determined under paragraph (a)(1) of 

this section. The outcome ÏÆ ÔÈÉÓ ÆÉÎÁÌ ÃÁÌÃÕÌÁÔÉÏÎ ÒÅÓÕÌÔÓ ÉÎ ÔÈÅ ÐÁÒÔÎÅÒ ÐÒÏÇÒÁÍȭÓ ÃÁÐȢ  

 

 (b)(1) The Governor must ensure that the funds required to be contributed by each partner 

program in the local areas in the State under the State funding mechanism, in aggregate, do not 

exceed the statewide cap for each program as determined under paragraph (a) of this section. 

   

 (2) If the contributions initially determined under Sec. 678.737 would exceed the applicable 

cap determined under paragraph (a) of this section, the Governor may:  

 

 (i) Ascertain if the one-stop partner whose contribution would otherwise exceed the cap 

determined under paragraph (a) of this section will voluntarily contribute above the capped 

ÁÍÏÕÎÔȟ ÓÏ ÔÈÁÔ ÔÈÅ ÔÏÔÁÌ ÃÏÎÔÒÉÂÕÔÉÏÎÓ ÅÑÕÁÌ ÔÈÁÔ ÐÁÒÔÎÅÒȭÓ ÐÒÏÐÏÒÔÉÏÎate share. The one-stop 

ÐÁÒÔÎÅÒȭÓ ÃÏÎÔÒÉÂÕÔÉÏÎ ÍÕÓÔ ÓÔÉÌÌ ÂÅ ÃÏÎÓÉÓÔÅÎÔ ×ÉÔÈ ÔÈÅ ÐÒÏÇÒÁÍȭÓ ÁÕÔÈÏÒÉÚÉÎÇ ÌÁ×Ó ÁÎÄ 

regulations, the Federal cost principles in 2 CFR part 200, and other applicable legal 

requirements; or  

 

 (ii) Direct or allow the Local WDB, chief elected officials, and one-stop partners to: re-enter 

negotiations, as necessary; reduce the infrastructure costs to reflect the amount of funds that 
are available for such costs without exceeding the cap levels; reassess the proportionate share 

of each one-stop partner; or identify alternative sources of financing for one-stop infrastructure 

funding, consistent with the requirement that each one-stop partner pay an amount that is 

consistent with the proportionate use of the one-stop center and relative benefit received by the 

ÐÁÒÔÎÅÒȟ ÔÈÅ ÐÒÏÇÒÁÍȭÓ ÁÕÔÈÏÒÉÚÉÎÇ ÌÁ×Ó ÁÎÄ ÒÅÇÕÌÁÔÉÏÎÓȟ ÔÈÅ &ÅÄÅÒÁÌ ÃÏÓÔ ÐÒÉÎÃÉÐÌÅÓ ÉÎ ς #&2 

part 200, and other applicable legal requirements. 

   

 (3) If applicable under paragraph (b)(2)(ii) of this section, the Local WDB, chief elected officials, 

and one-stop partners, after renegotiation, may come to agreement, sign an MOU, and proceed 

under the local funding mechanism. Such actions do not require the redetermination of the 
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applicable caps under paragraph (a) of this section. 

   

 (4) If, after renegotiation, agreement among partners still cannot be reached or alternate 

financing cannot be identified, the Governor may adjust the specified allocation, in accordance 

with the amounts available and the limitations described in paragraph (d) of this section. In 

determining these adjustments, the Governor may take into account information relating to the 

renegotiation as well as the information described in Sec. 678.735(a). 

   

 (c) Limitations. Subject to paragraph (a) of this section and in accordance with WIOA Sec. 

ρςρɉÈɊɉςɊɉ$Ɋȟ ÔÈÅ ÆÏÌÌÏ×ÉÎÇ ÌÉÍÉÔÁÔÉÏÎÓ ÁÐÐÌÙ ÔÏ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÃÁÌÃÕÌÁÔÉÏÎÓ ÏÆ ÔÈÅ ÁÍÏÕÎÔ ÔÈÁÔ 

one-stop partners in local areas that have not reached agreement under the local funding 

mechanism may be required under Sec. 678.736 to contribute to one-stop infrastructure 

funding: 

   

 Program Title   Limitation   Program Title   Limitation  

 Title IB (Youth, Adult, DW)   3.00%   Temporary Asst. Needy Families   1.50%  

 Title II - AFLA   1.50%   Sup. Nut. Assistant Program E&T   1.50%  

 Title III ɀ Wagner-Peyser   3.00%   Community Serv. Block Grant   1.50%  

 Title IV ɀ VRS/SSB FY16   .75%   Jobs for Veterans State Grants   1.50%  

 Title IV ɀ VRS/SSB FY17   1.00%   Trade Adjustment Assistance   1.50%  

 Title IV ɀ VRS/SSB FY18   1.25%   Unemployment Compensation   1.50%  

 Title IV ɀ VRS/SSB FY19   1.50%   Sr. Community Ser. Emp. Program   1.50%  

 Carl Perkins   1.50%   Native American Programs   1.50%  

 YouthBuild   1.50%   Housing & Urban Development   1.50%  

 Natl. Farmworker Jobs Program   1.50%   Second Chance Act Grants   1.50%  

 Job Corps   1.50%          

 

 Federal direct spending programs. For local areas that have not reached a one-stop 

infrastructure funding agreement by consensus, an entity administering a program funded with 

direct Federal spending, as defined in Sec. 250(c)(8) of the Balanced Budget and Emergency 

Deficit Control Act of 1985, as in effect on February 15, 2014 (2 U.S.C. 900(c)(8)), must not be 

required to provide more for infrastructure costs than the amount that the Governor 

determined.  

 

 For programs for which it is not otherwise feasible to determine the amount of Federal funding 

ÕÓÅÄ ÂÙ ÔÈÅ ÐÒÏÇÒÁÍ ÕÎÔÉÌ ÔÈÅ ÅÎÄ ÏÆ ÔÈÁÔ ÐÒÏÇÒÁÍȭÓ ÏÐÅÒÁÔÉÏÎÁÌ ÙÅÁÒɂbecause, for example, 

the funding available for education, employment, and training activities is included within 

funding for the program that may also be used for other unrelated activitiesɂthe determination 

of the Federal funds provided to carry out the program for a fiscal year may be determined by:  

1. The percentage of Federal funds available to the one-stop partner program that were 

used by the one-stop partner program for education, employment, and training 

activities in the previous fiscal year for which data are available; and 
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2. Applying the percentage determined under paragraph (d)(1) of this section to the total 

amount of Federal funds available to the one-stop partner program for the fiscal year for 

which the determination under paragraph (a)(1) of this section applies. 

 

 In the State funding mechanism, infrastructure costs for WIOA title I programs, including Native 

American Programs described in part 684 of this chapter, may be paid using program funds, 

administrative funds, or both. Infrastructure costs for the Senior Community Service 

Employment Program under title V of the Older Americans Act (42 U.S.C. 3056 et seq.) may also 

be paid using program funds, administrative funds, or both.  

 

 In the State funding mechanism, infrastructure costs for other required one-stop partner 

ÐÒÏÇÒÁÍÓ ɉÌÉÓÔÅÄ ÉÎ 3ÅÃÓȢ φχψȢτππ ÔÈÒÏÕÇÈ φχψȢτρπɊ ÁÒÅ ÌÉÍÉÔÅÄ ÔÏ ÔÈÅ ÐÒÏÇÒÁÍȭÓ ÁÄÍÉÎÉÓÔÒÁÔÉÖÅ 

funds, as appropriate.  

 In the State funding mechanism, infrastructure costs for the adult education program 

authorized by title II of WIOA must be paid from the funds that are available for local 

administration and may be paid from funds made available by the State or non-Federal 

resources that are cash, in-kind, or third -party contributions.  

 

 In the State funding mechanism, infrastructure costs for the Carl D. Perkins Career and 

Technical Education Act of 2006 must be paid from funds available for local administration of 

postsecondary level programs and activities to eligible recipients or consortia of eligible 

recipients and may be paid from funds made available by the State or non-Federal resources 

that are cash, in-kind, or third -party contributions.  

 

The State Formula 

 

 The State WDB must develop a formula to be used by the Governor under Sec. 678.735(b)(3) in 

determining the appropriate budget for the infrastructure costs of one-stop centers in the local 

areas that do not reach agreement under the local funding mechanism and are, therefore, 

subject to the State funding mechanism. The formula identifies the factors and corresponding 

weights for each factor that the Governor must use, which must include: the number of one-stop 

centers in a local area; the population served by such centers; the services provided by such 

centers; and any factors relating to the operations of such centers in the local area that the State 

WDB determines are appropriate. As indicated in Sec. 678.735(b)(1), if the local area has agreed 

on such a budget, the Governor may accept that budget in lieu of applying the formula factors.  

 

 The State Funding Formula will be based on the following analysis: 

   

1. The number of WorkForce Centers in the local area and total operational costs of WFCs. 

2. The total number and ratio of workforce participants, including disparately impacted 
populations included in the state plan using the WorkForce Centers. 

3. The availability/accessibility of services by core and required programs. 

The analysis of WFC costs will be used to establish the total budgeting level for the WFC in 

question. The budget determined by the State Board should not vary more than 15% from the 

originally submitted budget for local areas with only 1 WFC, or the average cost of all WFCs 

within th e local area. Variances above that amount may require reclassification of the WFC or 

adjusting of IFA contributions, based on the analysis of #2 and #3. 
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Appeals of the SFM 

 

 (a) The Governor must establish a process, described under sec. 121(h)(2)(E) of WIOA, for a 

one-stop partner administering a program described in Secs. 678.400 through 678.410 to 

ÁÐÐÅÁÌ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÄÅÔÅÒÍÉÎÁÔÉÏÎ ÒÅÇÁÒÄÉÎÇ ÔÈÅ ÏÎÅ-ÓÔÏÐ ÐÁÒÔÎÅÒȭÓ ÐÏÒÔÉÏÎ ÏÆ ÆÕÎÄÓ ÔÏ ÂÅ 

provided for one-stop infrastructure costs. This appeal process must be described in the Unified 

State Plan.  

 

 ɉÂɊ 4ÈÅ ÁÐÐÅÁÌ ÍÁÙ ÂÅ ÍÁÄÅ ÏÎ ÔÈÅ ÇÒÏÕÎÄ ÔÈÁÔ ÔÈÅ 'ÏÖÅÒÎÏÒȭÓ ÄÅÔÅÒÍÉÎÁÔÉÏÎ ÉÓ ÉÎÃÏÎÓÉÓÔÅÎÔ 

with proportionate share requirements in Sec. 678.735(a), the cost contribution limitations in 

Sec. 678.735(b), the cost contribution caps in Sec. 678.738, consistent with the process 

described in the State Plan.  

 

 (c) The process must ensure prompt resolution of the appeal in order to ensure the funds are 

distributed in a timely manner, consistent with the requirements of Sec. 683.630 of this 

chapter.  

 

 (d) The one-ÓÔÏÐ ÐÁÒÔÎÅÒ ÍÕÓÔ ÓÕÂÍÉÔ ÁÎ ÁÐÐÅÁÌ ÉÎ ÁÃÃÏÒÄÁÎÃÅ ×ÉÔÈ 3ÔÁÔÅȭÓ ÄÅÁÄÌÉÎÅÓ ÆÏÒ 

appeals specified in the guidance issued under Sec. 678.705(b)(3), or if the State has not set a 

deadline, within 21 days from the GoÖÅÒÎÏÒȭÓ ÄÅÔÅÒÍÉÎÁÔÉÏÎȢ  

 

The IFA as Part of the MOU 

 

 The MOU, fully described in Sec. 678.500, must contain the following information whether the 

local areas use either the local one-stop or the State funding method:  

 

 (a) The period of time in which this infrastructure funding agreement is effective. This may be a 

different time period than the duration of the MOU.  

 

 (b) Identification of an infrastructure and shared services budget that will be periodically 

reconciled against actual costs incurred and adjusted accordingly to ensure that it reflects a cost 

allocation methodology that demonstrates how infrastructure costs are charged to each partner 

in proportion to its use of the one-stop center and relative benefit received, and that complies 

with 2 CFR part 200 (or any corresponding similar regulation or ruling).  

 

 Identification of all one-stop partners, chief elected officials, and Local WDB participating in the 

infrastructure funding arrangement.  

 

 Steps the Local WDB, chief elected officials, and one-stop partners used to reach consensus or 
an assurance that the local area followed the guidance for the State funding process.  

 

 Description of the process to be used among partners to resolve issues during the MOU 

duration period when consensus cannot be reached.  

 

 Description of the periodic modification and review process to ensure equitable benefit among 

one-stop partners.  

 

 In addition to jointly funding infrastructure costs, one-stop partners listed in Secs. 678.400 

through 678.410 must use a ÐÏÒÔÉÏÎ ÏÆ ÆÕÎÄÓ ÍÁÄÅ ÁÖÁÉÌÁÂÌÅ ÕÎÄÅÒ ÔÈÅÉÒ ÐÒÏÇÒÁÍÓȭ ÁÕÔÈÏÒÉÚÉÎÇ 






































































































































































































































































































































































































































































































































































































































































































































































































































